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RECOGNITION

• Pursuant to applicable NJ Statutes and Codes, as amended, the State of New Jersey,
known as the New Jersey Public Employer-Employee Relations Act, the Board of
Education of the Township of Verona, Inc., hereby recognizes the Verona Education
Association, Inc., as the exclusive and sole representative for collective negotiations
concerning terms and conditions of employment for all personnel under contract to the
Verona Board of Education as indicated herein:

Part A Teachers (including Pre-School), Nurses, Guidance Counselors, Librarians, Special
Services Personnel, Substance Awareness Coordinator, and Athletic Trainer.

• Part B Administrative Assistants

• Part C Full-time Custodians and Maintenance personnel, including Head Custodians.

• Part-Time Employees (Parts A, B, & C) All part-time and full-time contractual employees
are permitted to be members of the Unit defined herein. Part-time contractual employees
who work less than 30% have the option ofjoining the bargaining unit. The agency fee shall
not apply to employees whose contracts are less than 30%.

• Excluded Positions the Superintendent, Business Administrator, Principals. Assistant
Principals, Director of Special Services, Facilities Manager, other Full-Time Administrative
Personnel, Administrative Assistant to the Business Administrator, Assistant to the Business
Administrator/Board Secretary, Assistant to the Superintendent/Assistant to the Special Projects
Coordinator, Payroll Bookkeeper, Athletic Director, Daily Substitutes, Cafeteria Workers,
Hourly Employees, all Supervisory Personnel, and all other employees not specifically included
in the Bargaining Unit.

FUTURE NEGOTIATIONS AGREEMENT

• The Collective Bargaining Agreement represents the negotiated settlement of all terms and
conditions of employment which were negotiated by the Parties or which could have been
negotiated for inclusion in this Agreement. The Parties agree to enter into collective negotiations
for a successor Agreement in accordance with the provisions of Chapter 123, Laws of 1974, as
amended, to reach agreement on matters concerning terms and conditions of employment for
employees of this Bargaining Unit.

• The Parties mutually pledge that their representatives shall have the authority to make proposals,
consider proposals. and make counter-proposals in the course of negotiations.

• The Board shall make the following information available to the Association by November 1: (1)
names and address of all teachers and administrative assistants and maintenance/custodial staff,
(2) their salaries, positions on Verona Salary Guides, previous teaching and non-teaching
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experience credited on Verona’s Guide: and (3) a copy of all Verona Board of Education
policies.

• Both Parties agree that representatives of each Party shall meet (no more than ten times during
the school year) on the request of either Party within two weeks of such request for the purpose
of reviewing the interpretation and application of the contract. Each Party may call five
meetings. The Party making the request shall submit an agenda at the time the request is made.

• Any change in terms and conditions of employment shall be first negotiated with the majority
representative.

• If any provision of this Agreement or any application of this Agreement to any employee or
group of employees is held to be contrary to law, then such provision or applications shall not be
deemed valid and subsisting, except to the extent permitted by law, but all other provisions or
applications shall continue in full force and effect.

DUES DEDUCTION

• The Board agrees to deduct from the salaries of its employees dues for the Verona Education
Association, the Essex County Education Association, the New Jersey Education Association, or
any one or any combinations of such Associations, as said employees individually and
voluntarily authorize the Board to deduct. Such deductions shall be made in compliance with NJ
Statutes and Codes and under rules established by the State Department of Education. Said
monies together with current records of any corrections shall be transmitted to such persons as
may from time to time be designated by the Verona Education Association by the l51 of each
month following the monthly pay period in which deductions were made. The person designated
shall disburse such monies to the appropriate Association(s).

• Each of the Associations named above shall certify to the Board, in writing, the current rate of its
membership dues. Any Association which shall change the rate of its membership dues shall
give the Board written notice prior to the effective date of such change.

• Any employee may have such deductions discontinued by prior written notice to the Board
Secretary effective January 1 or July 1.

• An Agency Fee provision is to be effective for the term of the Agreement contingent upon VEA
establishing that it has 90% of unit employees paying dues to the Association. The amount of
annual dues for non-member unit employees shall be consistent with applicable law.

• The Association shall indemnify, defend and save the Board harmless against any and all claims,
demands, suits or other forms of liability that shall arise out of or by reason of action taken by
the board in reliance upon payroll deduction authorization cards submitted by individuals or the
Association to the Board.
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DURATION OF AGREEMENTS

• This Agreements shall be elThctive as of July 1, 2015 and shall continue in effect until June 30.
2018.

• This Agreement shalt not he extended orally, and it is expressly understood that it shall expire on
the date indicated. Any extension shall be mutually agreed upon in witing by the parties of the
Agreement and, unless such extensions are agreed upon. this contract shall expire on the date
indicated herein.

• In witness whereof, the parties hereto have caused the Agreement to be signed by their respective
presidents, attested by their respective secretaries, and their corporate seals to be placed hereon,
all on the day and year first written above.

MANAGEMENT RIGHTS

A. The Board reserves to itself jurisdictional authority over matters of policy or managemcnt
functions and retains the right, subject only to the limitation imposed by the language of this
agreement. in accordance with all applicable laws and regulations. 1. To control the executive
management and administration of the school system and its properties and facilities: 2. to hire,
renew. promote. transfer, assign and retain employees in the school district, and to suspend. non-
renew, demote, discharge, or take other disciplinary action against employees; 3. to relieve
employees &om duty because of lack of work or for other legitimate reasons; 4. to maintain
efficiency of the school district operations entrusted to them; 5. to determine the methods, means
and personnel by which such operations are to be conducted; 6. to establish grades and courses
of instruction, including special programs and to provide for athletic, recreational, and social
activi lies ftw sludcnts, as deemed necessary or advisable by the Board: and 7. to take whatever
actions may he necessary’ to carry out the responsibilities of the school district in situations of
emergency.

B. Nothing contained herein shall be considered to deny or restrict the Board of its rights.
responsibilities, and authority’.

VERONA EI)UCATION ASSOCIATION/VERONA BOARD OF EDUCATION

(Secrctary)

“
(Pjésident)

(Secretary)
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Teachers (including Pre-School), Nurses, Guidance Counselors,
Special Services Personnel,

Substance Awareness Coordinator and Athletic Trainer

(Part A)
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ARTICLE 1
Grievance Procedure (Part A)

Definition — A ‘grievance’ is a claim by an employee based upon the interpretation, application
or violation of this Agreement, policies or administrative decisions affecting the terms and
conditions of his/her employment. The Association may process such a grievance if the grievant
does not wish to do so. To be considered under this procedure, a grievance must be initiated by
the grievant within twenty (20) school days of the time the grievant knew or should have known
of its occurrence.

Purpose — The purpose of this procedure is to secure, at the lowest possible level, equitable
solutions to the problems which may from time to time arise affecting employees. Both Parties
agree that these proceedings will be kept as informal and confidential as may be appropriate at
any level of the procedure.

1:2 Failure at any step of this procedure to communicate the decision on a grievance within the
specified time limits shall permit the aggrieved employee to proceed to the next step. Failure at
any step of this procedure to appeal a grievance to the next step within the specified time limits
shall be deemed to be acceptance of the decision rendered at that step and terminates the
grievances process.

1:3 Time limits set forth in this procedure are to be strictly observed unless modified in writing and
agreed to by the Board and the Verona Education Association on a case-by-case basis.

1:4 It is understood that the aggrieved employee shall, during and notwithstanding the pendency of
any grievance, continue to observe all assignments and applicable rules and regulations of the
Board until such grievance and any effect thereof shall have been ifilly determined.

1:5 Any aggrieved employee may be represented at all stages of the grievance procedure by
him/herself, or, at his/her option, by a representative selected or approved by the Association.
When a teacher is not represented by the Association, the Association shall have the right to be
present and to state its views in writing, at all formal steps of the grievance procedure.

Level I

1:5.1 An employee with a grievance shall, within twenty (20) school days of the alleged grievance,
submit the grievance in writing to his/her Principal or immediate supervisor. The grievance shall
speci1:
a. The nature of the grievance and the provision(s) violated.
b. The nature and extent of the loss, injury or detriment and the remedy sought.

At the request of either the Association or the supervisor a conference shall be held. The
supervisor shall communicate hisJher decision to the employee in writing within five (5) school
days of receipt of the written grievance or conclusion of the conference. whichever is later, but in
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no case later than ten (10) days after submission of the written grievance to the supervisor. In all
Levels I, 11. III, and IV “days” include summer weekdays but exclude district holidays.

Level II

1:5.2 If the grievance is not resolved within five (5) school days after reaching the Principal or
immediate supervisor, the aggrieved Employee may within five (5) school days thereafter,
submit the grievance in writing to the Superintendent of Schools. Superintendent decision will be
communicated within 10 school days for the written grievance or 10 school days after the
conference. A conference shall be held at the request of either party.

Level III

1:5.3 If the grievance is not resolved within ten (10) school days after reaching the Superintendent, the
aggrieved employee may, within five (5) school days thereafter, submit the grievance in writing
to the Board of Education. A conference shall be held with the with the BOE education
committee at the request of either party.

Level IV

1 :5.4a If the association is not satisfied with the disposition of his/her grievance at Step III, or if no
decision has been rendered within thirty (30) school days after the grievance was submitted to
the Board of Education, he/she may decide to submit his/her grievance to arbitration if it
concerns the terms of this Agreement. The grievant within ten (10) school days of lapse of time
period for Step III or within ten (10) school days of receipt of response from the Board must
proceed to arbitration otherwise the matter is considered concluded. The arbitrator shall limit
him/herself to the issues submitted to him/her and shall not add to, nor subtract anything from
the Agreement between the Parties. The arbitrator’s decision shall be final and binding.

1 :5.4b A request for a list of arbitrators shall be made jointly by both Parties to the Public Employment
Relations Commission. The Parties shall then be bound by the rules and procedures of the
Commission in the selection of an arbitrator.

1:5.4c The costs, fees and expenses of the arbitrator shall be borne equally by the Board and the
Association.

1:6.1 All grievance hearings shall be conducted in private and shall include only such Parties in
interest and their designated or selected representatives.

1:6.2 If a grievance is submitted in June, July, or August, then the time limits specified in this Article
shall be considered as weekdays rather than school days.
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ARTICLE 2
Education Council (Part A)

2:1 A joint Educational Council consisting of members from all buildings shall exist. The
Superintendent of Schools shall appoint his/her designee, and members for representation will be
appointed by the Association. The Council shall meet at least five (5) times a year, and advise
and consult the Board on such matters as: school calendar; teaching hours and teaching load;
class size; educational specialists; non-teaching duties; teacher employment; teacher assignment;
teacher transfers; promotion; teacher evaluation; teacher facilities; professional development and
educational improvement; protection of teachers, students, and property; maintenance of
classroom control and discipline; personal and academic freedom; books and other instructional
materials; teaching techniques; curriculum improvement; extra-curricular programs, in-service
programs; pupil testing and evaluation; philosophy and educational specifications for buildings;
teacher responsibilities and other matters regarding the effective operation of the schools of
Verona.

2:2 The Educational Council shall establish rules of procedure and shall provide for a rotating
chairperson.

2:3 The Council shall meet by prepared agenda.

2:4 The Council shall be empowered by majority vote to form sub-committees to study and render
reports to the Council.

2:5 All reports and recommendations to the Board shall be in writing. Copies shall be sent to the
Association.

2:6 Meetings shall beheld at times convenient to the members of the Council.

ARTICLE 3
Teacher Rights (Part A)

3:1 The Association President will be notified of any job vacancies or promotions within the
bargaining unit. Should a current and qualified employee (i.e., one who meets job posting
requirements) apply for a position in the Verona Public Schools, he/she will be granted, at a
minimum, an interview.

3:2 Pursuant to applicable NJ Statutes and Codes, public employees included in the negotiating unit
have, and shall be protected in the exercise of, the right, freely and without fear of penalty or
reprisal, to form, join and assist any employee organization or refrain from any such activity. As
a duly selected body exercising governmental powers under cover of law of the State of New
Jersey, the Board undertakes and agrees that it shall not directly or indirectly discourage or
deprive or coerce any teacher in the enjoyment of any rights conferred by the laws of New
Jersey, or the Constitution of New Jersey and the United States.
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3:3 Nothing herein shall be understood to restrict the Board’s right to non-renew the employment ofany unit member, or terminate the employment of any member upon the provision of notice orpay in lieu of notice pursuant to their individual employment agreement.

3:4 Whenever any teacher is required to appear before the Board or committee or member thereofconcerning any matter which could adversely affect the continuation of that teacher, in his/heroffice, position, or employment or the salary or any increments pertaining to, then he/she shall begiven prior written notice of the reasons for such meeting or interview and shall be entitled tohave a person of his/her own choosing to advise and represent him/her during such meeting orinterview.

3:5 The teacher shall maintain the responsibility to determine grades and other evaluations ofstudents within the grading and evaluative policies of the school system based upon his/herprofessional subject area or activity for which he/she is responsible. No grade or evaluation shallbe changed without conferring with the teacher involved.

3:6 Any question or criticism of a teacher’s work performance made by a supervisor, administrator,or board member, while acting in his/her official capacity, shall be kept as confidential aspossible and will not be made in the presence of students, parents. or at public gatherings.

3:7 A copy of any material placed in an employee’s personnel file shall be made available to theemployee prior to being placed in the file. An employee shall have the right to review his/herpersonnel file at any given point as long as they give the district a twenty-four (24) hour notice.Any documents submitted by a supervisor/administrator after July 1,2012 that an employeedeems inappropriately placed in the file shall be removed upon the request of the employee andwith approval of the Superintendent or his/her designee. Employees shall also be allowed tocopy any documents in their files.

ARTICLE 4
Work Year (Part A)

4:1 The work year of teachers and employees on a ten-month basis shall be 188 days. The work yearof LDTC’s, Social Workers, School Psychologist’s, Substance Awareness Coordinator, AthleticTrainer, Nurses and Guidance Counselors shall be up to 198 days. Any days worked in excess of188 shall be compensated at a rate of 1/200111 of their July 1 salary for each day worked. Anysummer work in addition to the ten days shall also be paid at 1/200th of salary’. Summer workwill be paid as per contract year in effect during the days worked.

4:2 The work year shall include:

4:2.1 180 days (minimum) when pupils are in attendance.
4:2.2 Two (2) days of orientation/professional development before October 15, including one ‘½ dayfor room preparation before school opening in September.

PD Day 1 schedule (prior to school opening) will be:
8-9:30- District Meeting Time
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9:30-9:50- VEA General Meeting
9:50-10:15- Travel Time to return to building
10:15-11:45- Building Meetings
11:45-12:15-Lunch
12:15-3:20- Staff Preparation Time *

*Note: No meetings will take place after 11:45AM

PD Day 2: (All Day)
4:2.3 Two (2) days for attendance at the N.J.E.A. Convention.
4:2.4 Three (3) days for emergency closing allowance.

4:3 The establishment of the school calendar is the responsibility of the Board of Education. The
Association shall be consulted prior to the adoption of or change in the school calendar.

ARTICLES
Holidays (Part A)

5:1 The annual holidays schedule shall follow’ the regular school calendar vacation days.

ARTICLE 6
Time Requirements (Part A)

6:1 As professionals, teachers are expected to devote to their assignments the time necessary to meet
their responsibilities.

6:2 The teacher’s normal work day shall be seven (7) hours, twenty (20) minutes, including a duty-
free lunch period of at least thirty (30) minutes.

6:2.1 When the entire elementary and/or middle school and/or high school staff is required to attend an
after-school curriculum workshop which time extends beyond the teacher’s contractual work
day, those staff members in attendance sha’l be excused on subsequent full school days at the
student dismissal time until excess work time has been made up.

6:2.2 Instructional time shall be a maximum

(i) 225 minutes per day for grades 9-12 as averaged over a four-day cycle
(ii) 225 minutes per day for grades 5-8 as averaged over a five-day cycle
(iii) 281 minutes per day for grades 1-4 as averaged over a five-day cycle
(iv) 216 minutes per day for kindergarten as averaged over a five-day cycle

6:2.3 Teachers shall receive a minimum of 45 minutes of preparation time per day. Any assignment
involving supervision or co-supervision of students shall not constitute preparation time.

6:2.4 Effective July 1, 2009, teachers in grades 5-12 who teach 6 regularly assigned classes will
receive additional salary in the amount of one fifth of salary.
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6:2.5 All High School Science teachers may receive teaching assignments which extend 10 minutes
into the lunch period. All High School Science teachers will receive an extra 55 minutes oflaboratory preparation time each day as opposed to a non-teaching assignment.

6:2.6 Administrators may extend the day two times per month on a regular basis for staff meetings andtraining. Such extensions shall not exceed 8 hours from teacher reporting time.

6:2.7 Principals may assign duties to teachers during non-teaching times. The only proscription onthis assignment is that it not include direct instruction or co-teaching of students. It may includesupervision of study halls. hallways. cafeteria, in-school suspension, after school detention, staffmeetings, department meetings, I&RST meetings. CST meetings, and joint planning meetings. ftmay also include, by mutual agreement, duties before teacher reporting time (e.g. drop off duty):compensation time will be granted in exchange for these services (typically early release at theend of the instructional day).

6;2.8 Teachers who travel to multiple buildings in one day shall be limited to no more
than 15 daily minutes of non-instructional responsibilities.

6.2.9 Part-time instructional staff will attend district Professional Development days. The part-timestaff will receive their FTE per diem hourly rate (1/200 of annual salary /7.33). The staff will
receive notice of the PD days on the first day of school. If the administration changes the
professional development dates, the part-time staff will not be required to attend, but may if theychoose to go.

6:3 Teachers shall indicate their presence for duty in the building by signing in and out on the
appropriate faculty roster in the building office.

6:4 Except in cases of emergency, building faculty meetings shall not be scheduled for the day priorto a weekend or holiday or The N.J.E.A. Convention.

6:5 Elementary and Middle School Parent-Teacher Conference In the Fall, elementary and MiddleSchool conferences will be schedule for three half-days. Teachers will establish a conference
schedule beginning anytime after students are dismissed. Elementary and Middle School
classroom teachers will be required to host evening conferences on one of the three half-days asdetermined by the district calendar. On such day, teachers will he able to leave with theirstudents at the half-day dismissal time and elementary and Middle School classroom teacherswill return that same evening to conduct conferences for no more than 2.5 hours (not extendingbeyond 9:30 p.m.). All elementary conferences will be scheduled at mutually agreeable timeswith parents. Middle School conferences will be held on a drop-in basis in the fall only.
Elementary teachers will schedule conferences on an as needed basis. Parents or teachers mayrequest either an in person conference, a phone conference or no conference. Two half days willbe set aside for teachers of grades K-8 to conduct the majority of their in person conferences.
The remainder of
the conferences, whether in person or by phone, must be completed by May 15th A schedule ofall conferences will be presented to the principal. All teachers are required to attend Back to

11



School Night.

6.6 In the event that a staff member is asked, and agrees to attend professional
development in the summer, s/he will be paid at their hourly rate.

ARTICLE 7
Non-Teaching Duties (Part A)

7:1 Effort wil[ be made to relieve teachers of the responsibility of collecting money from students for
SCA dues, student accident insurance, and student photographs.

ARTICLE 8
Teacher Assignment (Part A)

8:1 All teachers shall be given written notice of their tentative class and/or subject assignments, as
well as building assignments for the forthcoming year not later than the last day of school in
June.

8:2 In the event that changes in such class subject assignments, or building assignments are proposed
after the last day of school in June, any teacher affected shall be notified promptly in writing and,
upon the request of the teacher, the changes shall be promptly reviewed between the
Superintendent, or his/her designee, and the teacher affected.

8:3 In order to assure that pupils are taught by teachers working within their areas of competence,
teachers shall not normally be assigned outside the scope of their teaching certificates.

8:4 Teachers who are required to use their own automobile in the performance of their duties shall be
reimbursed for all such travel at the rate established by the New Jersey Office of Management
and Budget.

6:5 Teachers assigned to coverage of classes and who, as a result, are required to relinquish a
scheduled planning period, are to be compensated in the amount of $40.00 for each planning
period so relinquished for the life of this Agreement. The Board will make an effort to obtain a
substitute before assigning teachers to class coverage.

8.6 Wage Rate for teaching an in-service class is $60 per hour of instruction.

8.7 Curriculum Writing Guidelines

Curriculum writing is defined as the development of instructional units for an assigned course. The
Superintendent and Director of Curriculum, Instruction, and Assessment (CIA) will determine the curricular
approach/framework and its respective templates in which to develop the instructional units.

The specific requirements for the contents of each specific curriculum submission will be outlined in the stipend
position posting that is distributed to all staff prior to the assignment of responsibilities. Staff members asked to
develop curriculum documents will be compensated at the hourly rate specified in the VEA contract under the
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supervision and guidance of district administrators, upon approval from the Superintendent and the Director c
CIA. Paid curriculum writing projects will be posted to all VEA members. The posting will contain specifi
details with respect to the number of positions available, hours allocated, and time frame for completion.

It is understood that creation/revision of assessments and daily activities is part of normal teachin
responsibilities. Teachers may update instructional units as necessary to properly reflect classroom instructior
Release time may be provided during the contracted work day (Article 6:2) for teachers which may include bu
is not limited to department/grade level meetings, faculty meetings, professional development days, release fron
duty periods, common planning time, following the dismissal of students at the end of the day, etc. Teachers shal
not be responsible for creation or maintenance of separate scope and sequence documents.

8.8 Faculty members assigned to perform curriculum writing during non-school hours will be compensated at ai
hourly rate of $45. Whenever possible, curriculum writing will be completed in the summer months.

Curriculum writing for a full year course will generally be for 20 hours. Curriculum writing for a half-year cours
will generally be for 10 hours. The number of hours allocated and any modifications to the number of hour:
allocated will be at the discretion of the Superintendent and the Director of CIA and will be specifically containec
on the project personnel posting.

The total number of teachers allocated for each individual position will be indicated on the posting. If the postin
does not include a provision for multiple teachers, then only one teacher shall be assigned. The number of teachen
assigned for each position and any modifications to the number of teachers will be at the discretion of th
Superintendent and the Director of CIA and will be specifically contained on the project personnel posting.

Prior to the commencement of the curriculum-writing project, teachers will meet with the responsibk
administrator to outline and determine the project timeline. The timeline will include periodic, agreed upor
checkpoints between the administrator and teacher(s) to discuss progress. If the teacher is not comfortable witE
project scope and expectations, the teacher may withdraw from the project or the supervisor may decide tc
reassign the project to another teacher. if the administration determines that appropriate progress has not beer
made, the teacher will be compensated for hours worked, and the project may be reassigned to another stafi
member. If acceptable progress has been made at each interval, and the project is not completed within the time
allotted, the administration may extend paid time, or will arrange or release time during the work day to complete
the task, such as department meetings, relief from duty periods, professional development days, and faculty
meetings. Whenever possible, teachers will not be removed from classroom instruction to complete curriculum
writing.

8.9 For teachers who work in multiple buildings, departments. or grade levels, those individuals may
attend additional after school meetings (with Supervisor or Administrator approval), and shall be
compensated at the professional rate of $40 per hour.

8.10 Chaperone and sports coverage rates shall be the following:
Home: $45 per event
Away: $50 per event
Hockey/Football: $75 per event

Chaperone: $18 per hour
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SRTECLE 9
Teaching Load (Part A)

This provision has been omitted.

ARTICLE 10
Personal and Academic Freedom (Part A)

10:1 Teachers shall have freedom to teach controversial issues provided that discussions and materials
are related to course content. Young people must eventually meet and face such questions.
Thus, it is important that they have experience with controversial issues under circumstances
which promote consideration of all pertinent factors. School treatment of such questions should
be objective and should promote a fair and many sided approach to all topics. The handling of a
controversial question in school should be free from the assumption that there is one correct
answer. Personal and academic freedom carries with it teacher responsibility for the rights of
students.

ARTICLE 11
Building Level Faculty Councils (Part A)

11:1 Within each building, the Principal will make provisions for the formation of a Faculty Council
of which one-half of the members are to be chosen by the school faculty. Such council shall
have the responsibility to review with him/her staff concerns and to recommend for his/her
consideration the development or modification of building policies. Such recommendations or
the eventual adoption of same shall not be inconsistent with the provisions of this Agreement or
Board policies.

ARTICLE 12
Transfers, Reassignments and Postings

12:1 The President of Verona Education Association (VEA) will contact the Office of the
Superintendent of Schools periodically throughout the year to ascertain vacancies. During the
school year, September 1 through June 30, the Superintendent shall send notices of actual
vacancies to be posted in the office of each school. Actual vacancies include new positions or
others for which written resignations have been received.

12:2 Teachers who desire a change in grade and/or subject assignment or who desire to transfer to
another building must file a written statement of such desire with the Superintendent not later
than February 1. Such statement shall include the grade and/or subject to which the teacher
desires to be assigned and the school(s) to which the teacher desires to be transferred, in order of
preference. The final decision pertaining to assignment rests with the Superintendent of Schools.
Upon reaching his/her decision, the Superintendent shalt notif’ the employees involved.
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12:3 As soon as practical, and no later than the last school day in June, the Superintendent shall postin each school and make available to the Association President, a system-wide roster showingthe names and tentative assignments of all personnel. In the event of change of assignment, theteacher involved will be notified at the earliest possible time. Upon request of the teacher, aconsultation with the Superintendent or his/her designee will be held.

12:4 Notice of involuntary transfer or reassignment will be given to teachers as soon as practical.

ARTICLE 13
Teacher Evaluation (Part A)

13:1 In the absence of legislation, all tenured teachers shall be observed a minimum of once yearly,and all non-tenured teachers shall be observed at least three times yearly

13:2 All monitoring or observation of the work performance of a teacher shall be conducted openlyand with full knowledge of the teacher.

13:3 The Superintendent shall designate certified personnel responsible for the evaluation of teachersand teachers will be advised of the names of such individuals.

13:4 A teacher shall be given a copy of any formal observation report prepared by his/her evaluator(s)within ten (10) school days following the observation, and a conference will be held to discuss it.If the teacher wishes he/she may request additional conference time prior to the observationforms being place in his/her file. No such observation report shall be submitted to the CentralOffice, placed in the teacher’s file, or otherwise acted upon without an opportunity for aconference with the teacher. Observations will normally be for a frill period, except in theelementary schools, where the length of the observation will be at the discretion of the observer.Principals will discuss observation reports with each non-tenured teacher. The teacher shall signthe observation form as an acknowledgement of having seen the report and comments. This shallbe carried out as defined in current legislation.

13:5 Those complaints regarding a teacher made to any member of the administration by any parent,student, or other person which may be used in any manner in evaluating a teacher, shall bepromptly investigated. The teacher shall be given an opportunity to respond to and/or rebutthose complaints which, as a result of the investigation, shall become part of his/her file.

13:6 The teacher shall also have the right to submit a written answer to such material in the spaceprovided on the evaluation form, and his/her answer shall be reviewed by the Superintendent orhis/her designee and attached to the file copy.

13:7 All coaches shall be evaluated formally by the Supervisor of Athletics.

ARTICLE 14
Promotions (Part A)

14:1 A notice of a vacancy in a promotional position shall be sent to each school, and a copy shall be
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sent to the Association President seven (7) days before the final date when applications must be
submitted. Such notice shall indicate the requirements for the position.

14:2 Teachers who desire to apply for such a position shall submit their applications in writing to the
Superintendent within the time limit specified within the notice. When the position described in
the notice is filled, the Superintendent may destroy all applications for said position and will post
notice of the successful applicant.

ARTICLE 15
Sick Leave (Part A)

Absences of employees and compensation for absences due to personal illness shall be according to the
following:

15:1 Each MI-time 10-month employee shall be allowed up to ten (10) days absence due to personal
illness each year without deduction from pay. Sick leave is hereby defined to mean “the absence
of an employee from his/her post of duty because of personal disability due to illness or injury,
or because he/she has been excluded from school by the school district’s medical authorities on
account of a contagious disease or of being quarantined for such a disease in his/her immediate
household.” Sick leave for regularly employed and part-time personnel shall be pro-rated in
accordance with law. Personnel who start February 1 or later will be allotted one day per month
of anticipated employment. The staff member will receive all of their available days on the first
day of employment.

15:2 Each full-time twelve month employee shall be allowed up to twelve (12) days due to personal
illness each fiscal year without deduction from pay. Sick leave for regularly employed part-time
personnel shall be pro-rated in accordance with law.

1 5:3 Each ten-month employee shall be permitted to accumulate a maximum of ten (10) days of sick
leave not utilized in any one year to be used as additional sick leave as needed in later years.

15:4 Each twelve-month employee shall be permitted to accumulate a maximum of twelve (12) days
of sick leave not utilized in any one year to be used as additional sick leave as needed in later
years.

15:5 After three (3) days of continuous absence because of illness, frill-time tenured employees who
exhaust their accumulated sick leave may be granted additional sick leave on a case-by-case
basis. Beyond these limits full deductions shall be made at the rate of 1/200” annual contract
salary per day.

15:6 If a teacher whose services are rated satisfactory is absent because of illness for not more than
ninety (90) days during a school year, he/she shall receive a regular increment for the following
school year. If absent for more than ninety (90) days but less than one hundred thirty-five (135)
days and his/her services are rated satisfactory, he/she shall receive one-half the regular
increment. If absent for one hundred thirty-five (135) days or more, he/she shall receive no
increment.
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15:7 In the event a teacher works during the approved summer school, he/she shall be allowed one (1)
sick day, non-cumulative, during the term of said summer school provided no substitute shall be
required.

ARTICLE 16
Temporary [eaves of Absenec (Part A)

16:1 Death in the Family — Each full-time employee shall be allowed up to five (5) days of absence at
any one time with full pay because of death of parents, mother-in-law, father-in-law,
grandparents, brothers, sisters, children, grandchildren, husband or wife, lifetime partner, parent
of child, or other relatives residing in the same dwelling unit as the employee. For death of other
relatives, an absence must be charged as a personal business day and be taken in accordance with
the provisions and procedures of Article 16:5.

16:1 .a All aforementioned apply to relatives of lifetime partner as covered under the agreement. In the
case of death of nephew, niece, aunt, uncle, brother-in-law, sister-in-law, parent of child, other
relative not living with the immediate family, or where attendance at a funeral is expected of or
incumbent upon a teacher, no deduction will be made for an absence for the day of the funeral
and up to four (4) days may be granted at the discretion of the superintendent.

16:2 Serious Illness in the Family — Each full —time employee shall be allowed a maximum of five (5)
days absence per year, non-cumulative, because of serious illness of parents, mother-in-law.
father-in-law, grandparents, children, husband, wife, lifetime partner, or other relatives residing
in the same dwelling unit as the employee. The employee may be required to submit a doctor’s
certificate verifying any such illness for which absence is taken under this paragraph.

16:3 In other special situations created by serious illness or death or involving a hardship, temporary
leaves of absence with Ml pay may be granted by the Superintendent by reclassifying up to five,
banked personal illness, family illness, and/or personal days to one of the other categories.

16:4 Marriage or Civil Union — Subject to the recommendation of the Principal and approval of the
Superintendent, each MI-time employee shall be allowed up to five (5) days absence, the cost of
the substitute alone being deducted, at the time of Marriage or Civil Union.

16:5 Personal Business — Each full-time employee shall be allowed an absence of two (2) days each
year with full pay for personal business. In all instances where a request for personal business
day leave is for a day contiguous to a vacation period, or if less than twenty-four (24) hours
notice is given, the employee must state the reason for requesting a personal business day. It is
expected that the day will be used for personal affairs which cannot be done on other than a
school day. In general, the situation should be such that the employee would otherwise take time
off without pay. Personnel who start February 1 or later will be allotted half the number of days.

16:5.1 Absence under this paragraph will not be granted during the first ten (10) days of school or last
ten (10) days of school without the approval of the Superintendent. Requests during these
periods must state reasons or be communicated directly to the Superintendent.

16:5.2 Personal business days may not be used for the purpose of increasing either the duration of
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vacation periods or other permitted absences, nor shall these days be used for the purposescovered by other absence policies.

16:5.3 The employee shall notify the Principal in writing on the approved notification form as far inadvance as possible when he/she expects to be absent for personal business. When such absencewill create problems in the normal operation of the school or the instructional program, thePrincipal may properly ask the employee to seek another day, if possible. for the conduct ofhis/her personal business, and may deny the request. The notification form with the
recommendation of the Principal shall be submitted to the Superintendent. One additional copyof each request for a personal day shall be forwarded by the Superintendent to the President ofthe VEA with the explicit permission of the employee.

16:5.4 Unused personal days may be accumulated annually as sick leave entitlement applicable duringthe following year for Personal illness or retained for reimbursement at retirement in accordancewith the provisions of Article 17, Sick Leave compensation.

16:6 Religious Observances — Absence of employees for religious holidays shall be chargeableagainst the employee as a Personal day.

16:7 Legal Appearances — Necessary time will be provided for an employee’s appearance in any legalproceeding connected with the teacher’s employment or with the school system, without loss ofpay. This provision does not apply if the employee is initiating legal action against the Board.

16:8 Military Obligations — Time shall be granted for persons called into temporary active duty of anyunit of the U. S. Reserves or the State National Guard, provided such obligations cannot befulfilled when school is not in session. A teacher called to temporary active military duty will bepaid the difference between his/her regular pay as a teacher (based upon 1/200n11 of annualcontract salary) and any pay received from the State or Federal Government.

16:9 Professional Training or Service — Prior to a teacher making application for summer institutesor other special advanced educational opportunities. including also such summer humanitarianservice programs as Vista, Upward bound, Experiment In International Living, and AmericanField Service, a teacher shall inform the Superintendent and shall request a temporary leave withdates specified. All such requests will require the recommendation of the respective buildingPrincipal and may be approved by the Superintendent on an individual basis.

16:10 Attendance at Meetings. Conferences, and School Visitations

16:10.1 Time and reimbursement for expenses shall be granted teachers for the purpose of visiting otherschools or attending meetings or conferences of an educational nature, upon the
recommendation of the respective building Principal and the approval of the Superintendent, andconsistent with state law.

16.10.2 The number of teachers allowed to leave a school at any one time will be subject to the approvalof the building principal and the Superintendent.
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16:11 Deductions — Full salary deductions for absence shall be defined as follows:
Ten (10) month employees — 11200th of annual salary for each day of absence.

ARTICLE 17
Sick Leave Compensation (Part A)

17:1 Employees with ten (10) or more years of service in the district who retire from the district and
who apply receive pension benefit payments upon retirement from the district or are terminated
as a result of a reduction-in-force shall be eligible for compensation for unused accumulated sick
days with the following stipulations:
a. Except in cases of termination as a result of reduction-in-force, this provision shall not

apply to employees vesting under the provisions of the retirement plan or postponing
receipt of retirement benefits beyond separation from the district.

b. Compensation rate for eligible days is to be seventy-five dollars (75.00) per day.
c. The Verona Board of Education shall pay to the estate of the employee any sick leave

reimbursement if the employee dies before they retire.

17:2 Maximum liability to the Board for each school year is fifty- five thousand dollars
($55,000); En the event that this cap is exceeded, the amount due each individual shall be
distributed on an equitable basis.

ARTICLE 18
Maternity Leave (Part A)

18:1 Maternity Leave shall be considered to be Extended Leave of Absence Without Pay and will be
subject to Article 19.

Definitions:
a. Sick leave — the days in which an employee may use sick days (for the mother’s disability).

Up to 20 days prior to the anticipated birth and up to 20 days after the actual birth may be
used.

b. Family Medical Leave Act (FMLA) — the 12 week period that follows the sick day usage (to
care for baby)

c. Extended materniw leave — the period of time that follows the FMLA and is subject to 18:1.3
d. Modification of original leave — the period of time after a. b, and c. This will be subject to

approval by the superintendent on a case by case basis and may be subject to a return date of
the beginning of any marking period or January 1.

Leaves of Absence for childbirth shall be granted consistent with applicable law. Information regarding
the NJ and Federal Family Leave Acts and Maternity Leave will be available in the Board office.

Any teacher seeking a leave of absence for reasons associated with pregnancy shall file a written request
for such leave with the Superintendent at least sixty (60) days in advance of the date on which said leave
is to commence, this request shall likewise specify therein the date on which said teacher proposes to
return. The Board shall honor the leave dates so requested if same will not substantially interfere with
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the effective administration of the educational program to which the teacher was assigned and subject to
the following conditions:

1) The Board may require as a condition of the teacher’s return to service production of a certificate
from a physician certifying that the teacher is medically able to resume her duties.

2) In no event shall any such leave be extended beyond the end of the contract year in which leave
is requested to commence for non-tenured teachers unless the Board otherwise elects.

3) It is the intent that no such leave shall extend beyond a period of twenty-four (24) calendar
months from the date on which said leave is to commence for tenured teachers.

4) Pregnancy leave granted to a non-tenured employee shall be limited to the specific school year
and there shall be no guarantee to renewal as a result of the leave of absence.

5) In the event of a summer birth the employee will be permitted to use sick days as described
above (a) for days in which school is in session as per state law.

6) Upon completion of FMLA with a return date that falls in May or June employees may request
not to return to work until September 1 and retain their medical benefits. If the employee does
not return on September I, the employee would reimburse the board for the total cost of
benefits during the extension. This provision would need Board approval.

7) Any employee shall be provided the opportunity, with the approval of the Superintendent, to
maintain certain stipend positions while on leave.

8) Tenured employees who are on leave will be eligible for tuition reimbursement as per article 23.
Any employee who does not return to the district after leave will reimburse the district for any
tuition benefits received during the leave. Teachers on leave (as per section 18:1 .b-d) will retain
the right to apply for curriculum writing opportunities.

9) Employees on maternity Leave must continue to pay the required amount toward their health
benefits while receiving benefits.

a. Sick leave The employee shall be afforded use of accumulated sick days for disability
periods. Upon normal physician’s certification, an employee shall be entitled to
twenty (20) working days before the anticipated birth and twenty (20) working
days after the anticipated date of birth. Upon additional specific medical
certification, an employee with pregnancy complications shall be entitled to
utilize additional accumulated sick leave as necessary.

b. FMLA FMLA shall be granted in accordance with the law.

c. Extended maternity leave
Any Leave request beyond the State/Federal Family Leave Acts (12 weeks from
the birth of the child) shall be granted by the Board, provided the date of return
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from such leave shall be in the beginning of any of the four marking periods or
January 1 within a period of 24 months from the date said leave is to commence
except where approved by the Superintendent. Emergent circumstances may be
appealed to the Superintendent. The Superintendent may allow employees on a
case by case basis to return at other times during the year if it does not cause a
disruption to the continuity of the educational program.

d. Modifications to original leave
After granting a leave to any teacher pursuant to the provisions of this section, the
Board wilt give reasonable consideration to requests from the teacher for either an
extension or reduction of the period of leave granted, provided that the teacher
requesting same makes written application for such adjustments to the
Superintendent and submits with that application a certificate from a physician
certifying that said reduction or extension is not medically contraindicated and
that the teacher is or will be able to resume duties on the date on which
resumption is requested.

18:2 Teachers adopting an infant child shall receive similar leave which shall commence upon
receiving de facto custody of said infant, or earlier if necessary to fulfill the requirements for the
adoption. The Board reserves the right to set the term of the leave within reasonable limits in
the best interest of the schools.

18:3 No teacher on maternity leave shall, on the basis of said leave, be denied the opportunity to
substitute in the area of certification or competence.

18:4 Paternity Leave: New fathers may reclassify up to five (5) banked sick days within thirty (30)
calendar days of their child’s birth to be used for the purpose of caring for and bonding with their
newborn.

18:5 In the event that a teacher’s pregnancy terminates prior to the expiration of the leave which had
been granted, or prior to the inception of the leave which may have been requested, said teacher
may apply for early reinstatement by filing a written request therefore with the Superintendent
accompanied by a physician’s certification that she is contractually obligated itself to employ a
replacement for the teacher in question during the period for which leave had had been originally
requested or granted, and if such request can be fulfilled without substantially interfering with
the effective administration of the educational program to which the teacher in question was
assigned and seeks to be reinstated. The Board shall not contractually obligate itself for such
replacement if the leave requested is for a period of sixty (60) days or less.

ARTICLE 19
Extended Leave of Absence Without Pay (Part A)

19:1 Employees under tenure who have physical and/or nervous disorders certified by the school
medical inspector to be of such a nature that continuance of work would impair the health of the
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employee or pupils or co-workers may be granted a leave of absence. Such cases are subject to
review and approval by the Board.

19:2 Employees under tenure who are faced with personal or family hardships may be granted a leave
of absence. Such cases are subject to review and approval by the Board.

19:3 A tenured teacher shall upon request be granted a leave of absence without pay for up to one year
to thlffil the duties of an elected office in the New Jersey Education Association or National
Education Association.

19:4 A leave of absence without pay of up to three (3) years shall be granted to any tenured teacher
who serves full-time in such humanitarian programs as Vista, the Peace Corps, or who is
awarded a Fulbright Scholarship or similarly selective honor, subject to the recommendation of
the Superintendent and approval by the Board.

19:5.1 A teacher shall not receive increment credit for time spent on extended leaves granted for other
than the aforementioned purposes nor shall such time count toward the fulfillment of the time
requirements for acquiring tenure.

19:5.2 All benefits to which a teacher was entitled at the time his/her leave of absence commenced,
including unused accumulated sick leave and credits toward sabbatical eligibility, shall be
restored to himlher upon his/her return, and he/she shall be assigned to the same position which
he/she held at the time said leave commenced, if available, or if not, to a substantially equivalent
position.

19:5.3 All extensions or renewals of leaves shall be applied for in writing and are subject to the
approval of the Superintendent. The Board reserves the right to require any employee or to insist
that the employee accept a leave of absence there from if, teaching performance has
substantially declined in comparison to prior performance or if physical condition or capacity is
such that health would be impaired if the teacher were to continue teaching.

Such physical capacity shall be deemed so impaired if any of the following occur:

a. The teacher, after written request from the Superintendent, fails to produce a physician’s
certificate confirming that said teacher is medically able to continue to perform regular
duties: or

b. The teacher’s physician and a physician designated by the Board agree that the teacher is
not medically able to continue to perform regular duties: or

c. If, after a difference of medical opinion by the teacher’s physician and the Board’s
physician, a third physician designated by mutual agreement of the teacher and the
Board, or if no such agreement can be reached, by the Essex County Medical Society,
certifies that in his/her opinion the teacher is not medically able to perform regular duties.
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ARTICLE 20
Military Senice (Part A)

20:1 Omitted. The Board and the Association agree to abide by applicable State and Federal law.

ARTICLE 21
Sabbatical Leave (Part A)

21:1 At the Board’s discretion a sabbatical leave of absence shall be for the purpose of professional
improvement which will benefit the school system. A teacher who has been employed in the
Verona Public Schools for seven (7) years or more of continuous MI-time service may be
granted a leave of absence of one (1) or two (2) semesters for study or travel.

21:2 After an additional ten years or more of service, a second leave for study or travel may be
granted.

21:3 “Study” shall mean full-time study involving course work ofat least twelve (12) credit hours per
semester or nine (9) credits per trimester at the graduate level. Comparable programs of study
authorized by scholarly foundations or government grant programs shall be considered as study
within this sabbatical leave policy. If an undergraduate course is very closely related to the
curriculum and also fills an obvious gap in the teacher’s background, this may be included up to
a maximum of six (6) credits per semester. Under the conditions of a study program, evidence of
successful completion of the program must be submitted to the Superintendent.

21:4 “Travel” shall mean a visitation program within the United States or abroad for the purpose of
studying other environments, cultures, and/or educational programs.

21:5 In the event of failure to successfully complete any part or all of the program, it will be
incumbent on the employee to complete the same or equivalent courses on his/own time at
his/her own expense within two (2) years. If failure to complete the program results from long-
term illness, the employee will not be required to complete the program and may choose to use
his/her accumulated sick leave provided the illness is of one (1) month or more duration and
physician’s certificate is presented to the Secretary of the Board of Education.

21:6 The salary granted to a teacher on sabbatical leave for study shall be seventy percent (70%) of
the salary to which he/she would be entitled if not on leave. The salary granted for sabbatical
leave for travel shall be fifty percent (50%) of that salary to which he/she would be entitled if not
on leave. From such salary shall be deducted monthly the regular deductions for Teachers’
Pension and Annuity Fund and such other deductions as may be required by law or authorized by
the teacher, Salary payments shaLl be made in accordance with the general time schedule for
payment of salaries in the school system.

21:7 As a condition to such leave, the teacher shall enter into a contract to continue in the service of
the Verona Public Schools for a period of at least two (2) years after the expiration of the leave
of absence. Failing to so continue in service, the teacher shall repay to the Verona Board of
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Education a sum being the same ratio to the amount of salary received while on leave that the
unfilled portion of the two (2) subsequent years of service bears to the full two (2) years, unless
the teacher is incapacitated or has been discharged or if the teacher is relieved of such obligations
upon recommendation of the Superintendent and approval of the Board.

21:8 Application for such leave shall be made to the Superintendent’s office prior to January 1
preceding the school year for which such absence is requested. Such applications shall be made
upon a regular applications form furnished by that office.

21:9 Not more than two and one-half percent (2 ‘A%) of the personnel covered by this contract shall
be granted sabbatical leaves at any one time.

21:10 The Board shall notit’ the President of the Association of the receipt of applications for
sabbatical leaves.

21:11 Upon completion of the sabbatical leave a written report to the Superintendent and an oral report
if requested to the Board, shall be made within a period of sixty (60) days after return to service.

21:12 Upon return from sabbatical leave, a teacher shall be placed on the salary schedule at the level
which he/she would have achieved had he/she remained actively employed in the system during
the period of his/her absence. The teacher will be entitled to return to the position he/she left.
All benefits to which a teacher was entitled at the time his/her leave commenced, including
unused accumulated sick leave, shall be restored to hint/her upon his/her return.

ARTICLE 22
Administration of Salary Guide (Part A)

22:1 The salaries of all employees covered by this Agreement are set forth in Schedules A — C which
are attached hereto and made a part thereof.

22:2 Initial employee salary placement shall be established by the BOE.

22:3 Since successful experience contributes to the ability of a teacher to render valuable services, the
amount of experience shall be recognized in the provisions of the Guide.

22:4 Prior related experience andlor skills, including up to four (4) years of military service are
creditable as may be determined by the Board in establishing the initial position of new teachers
on the guide.

22:5 Returning teachers discharged from military service shall be re-employed no earlier than the first
of the month in which their honorable discharge becomes effective. Each returning teacher shall
be required to present evidence of his/her honorable discharge prior to beginning his/her
employment.
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22:6 Subject to the qualifications in items eight (8) through twelve (12), every teacher entitled to an
increment will receive annually the increment applicable to his/her position until the maximum
salary’ is reached.

22:7 Teachers who render exceptionally outstanding service, quantitatively and/or qualitatively, may,
upon recommendation of the Principal and Superintendent, be granted a higher increase by the
action of the Board. If the teacher is at maximum, the Guide may be exceeded.

22:8 The Board shall not grant an annual increment to any teacher whose services for the past year
have not been satisfactory. Such unsatisfactory service shall be established only as a result of a
thorough evaluation and with the teacher ftilly informed.

22:9 Members of the teaching staff who, by additional training, qualif’ to advance from one
preparational level to another, effective September 1. shall submit documentary evidence to the
Superintendent supporting their claim prior to October 1, of the same school year. Teachers who
submit such evidence by March 1 shall be advanced as of February 1.

22:10 Individuals employed less than a full year may be granted a regular or partial increment the next
following school year, upon the recommendation of the Superintendent and approval of the
Board.

22:11 The stipend paid to an Area Coordinator, Technology Coordinator, Health Services Coordinator,
and Subject Matter Coordinators shall be included as part of his/her annual contractual salary and
be pension eligible. Should an Area Coordinator resign his/her appointment or fail to be
reappointed the stipend for Area Coordinator will no longer form a part of said person’s
compensation.

22:12 Columns of the teacher’s salary guide will be: BA, BA3O, MA, BA45, BA6O/MA3O,
BA75/MA45 and Doctorate. Effective July 1, 2004, teachers will no longer be permitted to
move into BA15 or BA45/MAI5 columns.

22:13 Graduate credit will be awarded beyond the bachelor’s degree to successful completion of
graduate coursework at aLl accredited colleges or universities. Graduate credit will be awarded
for professional development courses taken outside of the school day (teacher work hours).
Fifteen (15) hours of such professional development classes shall be equivalent to one (1)
graduate credit. Graduate credits earned in this manner are eligible for use in lateral movement
on the guide. Staff members must provide certificates supporting attendance at such professional
development.

22:14 Filing of Transcripts — In order for horizontal movement on the guide, transcripts of credits must
be tiled with the Superintendent by October 1 to he effective for November 1 or February 1 to
be effective for March 1. Guide movement will not be retroactive.

22:15 “DPDC” The District Professional Development Committee (DPDC) will function as per
(N.J.A.C. 6A9-15).
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22:16 Teachers who serve on the District Professional Development Committee shall be appointed by
the V.E.A. Executive Board.

22:17 Pay Days — All school employees are to be paid twice a month — on the fifteenth and the last day
of the month. If the regular pay day falls on a weekend or holiday. employees will be paid on the
last working day. The first pay check in September will be paid on the first Friday of the first
week school is open. In June the second monthly payment is to be made to teachers upon
satisfactory completion of necessary school work and reports.

22:18 Payroll Deductions — The Secretary of the Board shall deduct from the pay check of any
employee, upon request of said employee, for any of the following, provided the employee has
filed a written authorization for such deduction on the appropriate authorization form available in
the Board of Education Office.
a. V.E.A. dues deductions,
b. Supplemental annuity deductions,
c. Summer payment plan deduction,
d. Disability Insurance deduction, and
e. Defined contribution retirement plan deduction.

ARTICLE 23
Tuition Reimbursement (Part A)

23:1 The Verona Board of Education shall provide tuition reimbursement upon prior approval by the
Superintendent/or designee. The total funds available for tuition reimbursement shall be $80,000
in each school year and functions as the frill cap for all bargaining unit members. First year
teachers with no prior teaching experience are not eligible for tuition reimbursement. Funds will
be dispersed in a manner proportional to the total number of credits earned by all members of the
bargaining unit as of June 30 of the contract year. If a teacher leaves the district within one year
of receiving tuition reimbursement, reimbursement received will be returned to the district. The
reimbursement shall be made using the following criteria:

Reimbursement up to 75% of the total cost of the course not to exceed 75% of the total cost of
the graduate credits at Montclair State University.

• Graduate courses required by district for teacher certification
Education Leadership and Education Administration courses through an
accredited program.

• Attainment toward an M.A. in content discipline or M.A that enhances
instmctional capability.

Reimbursement up to 50% of the total cost of the course not to exceed 50% of the total cost of
the graduate credits at Montclair State University for courses in the educational field that
enhance instructional and or job related capability.
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ARTICLE 24
Insurance Protection (Part Al

24: 1 The Board shall provide health insurance protection equal to or better than the current plan.
The Board shall pay the premium for each employee and in cases where appropriate, for family-
plan insurance coverage unless the employee chooses to opt out of the insurance plan. The
parties recognize that any State mandated contribution toward health insurance coverage shall be
followed under the terms of this agreement.

24.2 The “AmeriHealth PPO S20/$40 Healthcare Plan” shall become the new base plan provided to
all members of the VEA by the Verona Board of Education. The Verona Education Association
and the Verona Board of Education will form a joint-committee to meet with the Verona BOE’s
healthcare broker, for the purposes of exploring the addition of less costly healthcare plans. If
any employee decides to choose a less costly healthcare plan, the Verona Board of Education
will provide said employee with a stipend for the difference in annual premium cost of the base
plan and the annual premium cost of the less costly plan chosen. If any plan offered by the joint-
committee has a more costly healthcare premium, any employee may choose the higher/more
expensive plan so long as the employee covers the ML difference between the offered base plan
premium and the higher/more expensive plan premium (in addition to any regular premium
contributions made by said employee).

24.3 Effective July 1,2016, the Board of Education agrees to “freeze” the healthcare premium
percentage rate, at whatever the healthcare percentage rate is for each employee at the Tier 4
Level from the Chapter 78- Contribution Chart on June 30, 2016. Whatever Tier 4 percentage
rate is being applied and paid by each employee on June 30, 2016, shall continue until otherwise
negotiated, regardless of whether or not, any salary increases would have yielded a higher
percentage under the previous rules governed by Chapter 78. The June 20, 2016 percentage(s)
will remain in effect until a time at which the premium contribution is renegotiated or changed
via statute or law.

24:4 The Board will continue to offer dental insurance, including family coverage.

24:5 The Board shall provide to each new employee a description of the health-care insurance
coverage provided under this Article no later than the beginning of each school year, which shall
include a clear description of conditions and limits of coverage as listed above.

24:6 Employees who opt out of Health Insurance and dental coverage shall be paid 25% of the
premiums or $5,000, whichever is less.

24:7 Employees who opt out of health insurance coverage will retain the option to re-enter the
current district plans as per current health care policy and legislation guidelines. AmeriFlealth
will conduct a “1-time” special open-enrollrncnt, efFective Jan 1, 2016 to alLow staff who choose
to “opt-up or opt-down”, as agreed. After that, staff may change plans again effective July I.
each year. beginning July 1,2016. as normal.
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ARTICLE I
Grievance Procedure (Part B)

1:1 Definition — A ‘grievance’ is a claim by an employee based upon the interpretation, application
or violation of this Agreement, policies or administrative decisions affecting the terms and
conditions of his/her employment. The Association may process such a grievance if the grievant
does not wish to do so. To be considered under this procedure, a grievance must be initiated by
the grievant within twenty (20) school days of the time the grievant knew or should have known
of its occurrence.

1:2 Purpose — The purpose of this procedure is to secure, at the lowest possible level, equitable
solutions to the problems which may from time to time arise affecting employees. Both Parties
agree that these proceedings will be kept as informal and confidential as may be appropriate at
any level of the procedure.

1:3 Procedures
1:3.1 FaiLure at any step of this procedure to communicate the decision on a grievance within the

specified time limits shall permit the aggrieved employee to proceed to the next step. Failure at
any step of this procedure to appeal a grievance to the next step within the specified time limits
shall be deemed to be acceptance of the decision rendered at that step.

1:3.2 The number of days indicated at each level should be considered as a maximum and every effort
should be made to expedite the process. The time limits specified may, however, be extended by
mutual agreement.

1:3.3 It is understood that the aggrieved employee shall, during and notwithstanding the pendency of
any grievance, continue to observe all assignments and applicable rules and regulations of the
Board until such grievance and any effect thereof shall have been fully determined.

Level I
1:3.4 Any employee who has a grievance shall discuss it first with his/her immediate supervisor in an

attempt to resolve the matter informally at that level.

Level II
1:3.5 If, as a result of the discussion, the matter is not resolved to the satisfaction of the employee

within five (5) school days, he/she shall set forth his/her grievance in writing to his/her
immediate supervisor within five (5) school days specii5’ing:
a. the nature of the grievance and the provision of provisions of the Agreement violated;
b. the nature and extent of the loss. injury, or detriment;
c. the results of previous discussions; and
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d. his/her dissatisfaction with decisions previously rendered and the relief and/or adjustment
sought. The supervisor shall communicate his/her decision to the employee in writing
within ten (10) school days of receipt of the written grievance.

Level III
1:3.6 The employee, no later than five (5) school days after receipt of the decision in Level II, may

appeal the decision to the Superintendent of Schools who shall communicate his/her decision in
writing to the employee within ten (10) school days.

Level IV
1:3.7 If the grievance is not resolved, the employee may, within five (5) school days appeal his/her

grievance in writing to the Board of Education through the Superintendent of Schools who shall
attach all related papers and forward the appeal to the Board. The Board, or a committee thereof,
shall review the grievance and may hold a hearing with the employee. The Board shall render a
decision in writing within thirty (30) school days of receipt of the written grievance.

1:3.8 If the decision of the Board does not resolve the grievance to the satisfaction of the Association
and the grievance concerns the interpretation and application of the terms of Part B of the
Agreement, and the Association wishes review by a third party, it shall so noti1 the Board in
writing within ten (10) school days of receipt of the Board’s decision. Grievances concerning:
a) a complaint by an employee which arises by reason of his/her not being re-employed;
b) a complaint by an employee occasioned by the withholding of a salary increase or increment:
c) any matter which according to law is either beyond the scope of Board authority or limited to
action by the Board alone;
and d) any matter for which a method of review is prescribed by law or any rule or regulation of
the State Commissioner of Education such as, but not Limited to, questions on increment denial,
or suspension, shall not be subject to arbitration.

1:3.9 Within ten (10) school days after receipt of the request for arbitration, the Board and the
Association shall attempt to agree upon a mutually acceptable arbitrator. If the Parties are unable
to agree, a request for a list of arbitrators shall be made jointly to the Public Employment
Relations Commission. The Parties shall then be bound by the rules and procedures of the
commission in the selection of an arbitrator.

1:3.10 The arbitrator shall limit him/herself to the issues submitted to him/her and shall not add to nor
subtract anything from the Agreement between the Parties. The arbitrator’s decision shall be
binding on the Parties. The Parties shall be responsible for all costs incurred by each and only
the fees and expenses, if any, of the arbitrator shall be shared by each Party paying one-half.

1:4 Miscellaneous
1:4.1 Any aggrieved person may be represented at all stages of the grievance procedure by him/herself

or, at his/her option, by a representative selected or approved by the Association.

1:4.2 When an employee is not represented by the Association, the Association shall have the right to
be present and to state its views at all stages of the Grievance Procedure.

30



ARTICLE 2
Employee Rights (Part B)

2:1 The Association President will be notified of any job vacancies or promotions within the
bargaining unit. Should a current and qualified employee (i.e., one who meets job posting
requirements) apply for a position in the Verona Public Schools, he/she will be granted, at a
minimum, an interview.

2:2 Pursuant to applicable NJ Statutes and Codes, public employees included in the negotiating unit
have, and shall be protected in the exercise of, the right, freely and without fear of penalty or
reprisal, to form, join and assist any employee organization or refrain from any such activity. As
a duly selected body exercising governmental powers under cover of law of the State of New
Jersey, the Board undertakes and agrees that it shall not directly or indirectly discourage or
deprive or coerce any employee in the enjoyment of any rights conferred by the laws of New
Jersey, or the Constitution of New Jersey and the United States.

2:3 No employee shall be disciplined or reprimanded without just cause. Any such action asserted
by the Board, or any agent or representative thereof, shall be subject to the grievance procedure
herein set forth.

2:4 Whenever any employee is required to appear before the Board or committee or member thereof
concerning any matter which could adversely affect the continuation of that employee, in his/her
office, position, or employment or the salary or any increments pertaining to, then he/she shall be
given prior written notice of the reasons for such meeting or interview and shall be entitled to
have a person of his/her own choosing to advise and represent him/her during such meeting or
interview.

2:5 Any question or criticism of an employee’s work performance made by a supervisor,
administrator, or board member, while acting in his/her official capacity, shall be kept as
confidential as possible and will not be made in the presence of students, parents, or at public
gatherings.

2:6 Employees who desire to transfer to another building may file a written statement of such desire
with the Superintendent. Such statement shall include the school or schools to which he/she
desires to be transferred in order of preference. Such requests for transfers and reassignments for
the following year shall be submitted no later than June 1.

2:7 In the event of a school closing, administrative assistants whose positions are eliminated shall be
considered for re-assignment to other administrative assistant positions in the VEA Bargaining
Unit. In determining reassignments, the Board shall consider seniority of RIF’d or displaced
administrative assistants.

2:8 Administrative Assistant seniority is to be determined as uninterrupted service in the District in
an administrative assistant position(s). Periods of Board authorized unpaid leave of absence
shall not break service time, but shall not count toward seniority.
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2:9 Seniority shall be within a salary colunm with no differentiation between ten (10) month and
twelve (12) month assignments. Part-time service shall not accrue seniority.

2:10 A tenured administrative assistant shall not be RTF’d while a non-tenured administrative assistant
remains employed.

2:11 A RIF’d administrative assistant shall be entitled to a hearing before the Board. However, the
decision of the Board is to be final and non-grievable.

ARTICLE 3
Work Year (Part B)

3:1 12-Month Administrative Assistants: The work year shall be from July 1 through June 30,
exclusive of holidays and vacations.

3:2 10-Month Administrative Assistants: The work year shall follow the regular school calendar
except as follows:
a. They shall report four (4) days before the first student day; and,
b. They continue to work up to five days after the last student day. It is the intent that 10-

month administrative assistants work 194 days. Any days worked in excess of 194 shall
be compensated at a rate of $20.00 per hour.

ARTICLE 4
VACATIONS (Part B)

4:1 The annual vacation schedule for administrative assistants will be as follows:

4:1.1 12-Month Administrative Assistants:
a. One (1) through three (3) years of service —ten (10) days.
b. Four (4) through eight (8) years of service — fifteen (15) days.
c. Nine (9) or more years of services — twenty (20) days.

4:1.2 10-Month Administrative Assistants: 10-Month Administrative Assistants shall follow the
regular school calendar vacation days.
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ARTICLES
Holidays (Part B)

5:1 The following paid holidays shall be in effect for all 12-Month Administrative Assistants
covered by this Agreement:

Independence Day
Labor Day

Columbus Day
Election Day

Veterans’ Day
Thanksgiving Day

Christmas Day
New Year’s Day

Martin Luther King, Jr.’s Birthday
Lincoln’s Birthday

Washington’s Birthday
Good Friday

Memorial Day
Rosh Hashanah — when school is closed

Yom Kippur — when school is closed
NJ.E.A. Teachers’ Convention

These are the holidays that were previously agreed upon. However, the board has the right to
modi& holidays if emergency closing warrant it. Fifteen (15) holidays per year are still
guaranteed.

5:2 When administrative assistants work on holidays or when a holiday falls on a weekend, an offset
day will be provided.

ARTICLE 6
Time Requirements (Part B)

6:1 The administrative assistant’s normal work day shall be seven and one-quarter (7¼) hours.

6:2 Overtime shall be compensated at the regular rate of pay for authorized work beyond the
regular work week up to forty (40) hours in any one week.

6:2.1 For authorized overtime work beyond forty (40) hours in any work week, payment shall be at
one and one-half (1¼) the regular rate of pay.

6:2,2 An administrative assistant may elect to receive compensatory time C’comp time”) in Lieu of
overtime pay for any hours worked beyond the normal work day with the prior approval of
his/her supervisor.
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6:3 A stipend of one thousand ($1025.00) shall be paid to the Building Head Administrative
Assistant for the additional responsibilities of the position at the high school and middle school.
(move to administrative assistant guide Appendix H- stipend)

ARTICLE 7
Evaluations (Part B)

7:1 All administrative assistants shall be evaluated once yearly (by February 8tj.

7:2 All monitoring and evaluation of the work performance of an administrative assistant shall be
conducted openly and with full knowledge of the administrative assistant.

7:3 The Superintendent shall designate certified personnel responsible for the evaluation of
administrative assistants and will be advised of names of such individuals.

7:4 An administrative assistant shall be given a copy of any formal evaluation report prepared by
his/her evaluator(s) within ten (10) school days following the evaluation, and a conference will
be held to discuss it. If the administrative assistant wishes, he/she may request additional
conference time prior to the evaluation form being placed in his/her file. No such evaluation
report shall be submitted to the Central Office, placed in their personnel file, or othenvise acted
upon without an opportunity for a conference with the administrative assistant. The
administrative assistant shall sign the evaluation as an acknowledgement of having seen the
report and comments.

7:5 Those complaints regarding an administrative assistant made to any member of the
administration by any parent, student, or other person which may be used in any manner in
evaluating an employee, shall be promptly investigated. The administrative assistant shall be
given an opportunity to respond to and/or rebut those complaints which, as a result of the
investigation, shall become part of his/her file.

7:6 The administrative assistant shall also have the right to submit a written answer to such material
in the space provided on the evaluation form, and his/her answer shall be reviewed by the
Superintendent or his/her designee and attached to the file copy. The administrative assistant
may request a second evaluation from either the Superintendent, School Business Administrator,
or Principal upon receiving a rating of “Below Average” in one or more categories.

7:7 Notification of Contract: A tenured administrative assistant must give thirty (30) days notice if
he/she decides not to return in the following contract year.

ARTICLE 8
Sick Leave (Part B)

8:1 Sick Leave — Absence of the administrative assistant and compensation for absences due to
personal illness shall be according to the following:
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8:1.1 Each thu-time ten-month administrative assistant shall be allowed up to ten (10) days absence
due to personal illness each year without deduction from pay. Sick leave is hereby defined to
mean “the absence of an employee from his/her post of duty because of personal disability due to
illness or injury, or because he/she has been excluded from school by the school district’s
medical authorities on account of a contagious disease or of being quarantined for such a disease
in his/her immediate household.” Sick leave for regularly employed part-time administrative
assistants shall be pro-rated.

8:1.2 Each ten-month administrative assistant shall be permitted to accumulate a maximum of ten (10)
days of sick leave not utilized in any one (1) year to be used as additional sick leave as needed in
later years.

8:1.3 Each full-time twelve-month administrative assistant shall be allowed up to twelve (12) days due
to personal illness each year without deduction from pay. Sick leave for regularly employed
part-time administrative assistants shall be pro-rated.

ARTICLE 9
Temporary Leaves of Absence (Part B)

9:1 Death in the Family — Each full-time employee shall be allowed up to five (5) days of absence at
any one time with full pay because of death of parents, mother-in-law, father-in-law,
grandparents, brothers, sisters, children, grandchildren, husband or wife, lifetime partner, parent
of child, or other relative residing in the same dwelling unit as the employee. For death of other
relatives, absence must be charged as a personal business day and be taken in accordance with
the provisions and procedures of this Article.

All aforementioned apply to relatives of lifetime partner as covered under the agreement. In the
case of death of nephew, niece, aunt, uncle, brother-in-law, sister-in-law, parent of child, other
relative not living with the immediate family, or where attendance at a funeral is expected of or
incumbent upon a teacher, no deduction will be made for an absence for the day of the funeral
and up to four (4) days may be granted at the discretion of the superintendent

9:2 Serious Illness in the Family — Each full-time employee shall be allowed a maximum of five (5)
days absence per year, non-cumulative, because of serious illness of parents, mother-in-law,
father-in-law, grandparents, children, husband, wife, lifetime partner, or other reLatives residing
in the same dwelling unit as the employee. The employee may be required to submit a doctor’s
certificate verifying any such illness for which absence is taken under this paragraph.

9:2.1 In other special situations created by serious illness or death or involving a hardship, temporary
leaves of absence up to five (5) days with full pay may be granted upon approval of the
Superintendent with full pay may be granted by the Superintendent by reclassil5’ing up to 5
personal illness, family iLlness, and/or personal days to one of the other categories
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9:3 Maniae or Civil Union — Subject to the recommendation of the Principal and approval of the
Superintendent, each thU-time employee shall be allowed up to five (5) days absence, the cost of
the substitute alone being deducted, at the time of Marriage or Civil Union.

9:4 Personal Business — Each full-time employee shall be allowed an absence of three (3) days each
year with full pay for personal business. In all instances where a request for personal business
day leave is for a day contiguous to a vacation period, or if less than twenty-four (24) hours
notice is given, the employee must state the reason for requesting a personal business day. It is
expected that the day will be used for personal affairs which cannot be done on other than a
school day. In general, the situation should be such that the employee would otherwise take time
off without pay. Absence under this paragraph will not be granted during the first ten (10) or the
last ten (10) days of school without the approval of the Superintendent. Requests during these
periods must state reasons or be communicated directly to the Superintendent.

9:5 Absence of employees for religious holidays shall be chargeable against the employee as a
personal day.

9:6 Personal business days may not be used for the purpose of increasing either the duration of
vacation periods or other permitted absences, nor shall these days be used for purposes covered
by other absence policies.

9:7 The employee shall notify his/her supervisor in writing on the approved notification form as far
in advance as possible when he/she expects to be absent for personal business. When such
absence will create problems in the normal operation of school, the Supervisor or PrincipaL may
properly ask the employee to seek another day, if possible, for the conduct of his/her personal
business and may deny the request. The notification form with the recommendation of the
Supervisor or Principal shall be submitted to the Superintendent.

9:8 Unused personal days may be accumulated annually as sick leave entitlement applicable during
the following years for personal illness use or retained for reimbursement at retirement in
accordance with provisions of Article 10— Sick Leave Compensation.

ARTICLE 10
Sick Leave Compensation (Part B)

10:1 Employees with ten (10) or more years of service in the district who retire from the district and
who apply to receive pension benefit payments upon retirement from the district or are
terminated as a result of a reduction-in-force shall be eligible for compensation for unused
accumulated sick days with the following stipulations:

a. Except in cases of termination as a result of reduction-in-force, this provision shall not
apply to employees vesting under the provisions of the retirement plan or postponing
receipt of retirement benefits beyond separation from the district.

b. Compensation rate for eligible days is to be seventy-five dollars (75.00) per day.
c. The Verona Board of Education shall pay to the estate of the employee any sick leave
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reimbursement if the employee dies before they retire.

10:2 Maximum liability to the Board for the duration of the agreement is fifty-five thousand dollars
($55,000) per school year.

ARTICLE 11
Maternity Leave (Part B)

11:1 Maternity Leave will be granted in accordance with applicable law per Part A, Article 18.

ARTICLE 12
Military Leave (Part B)

12:1 The Board and the Association agree to abide by applicable State and Federal law.

ARTICLE 13
Administration of Salary Guide (Part B)

13:1 The salaries of all Administrative Assistants covered by this Agreement are set forth in
Schedule H, which is attached hereto and made a part hereof.

13:2 Any administrative assistant who, by additional training, qualifies to advance from one
preparation level to another, effective September 1, shall submit documentary evidence to the
Superintendent supporting their claim prior to October 1, of the same school year.
Administrative Assistants who submit such evidence by March 1 shall be advanced retroactively
as of February 1.

13:3 Individuals employed less than a full year may be granted a regular or partial increment the next
following school year, upon the recommendation of the Superintendent and approval of the
Board.

13:4 Credits will be awarded to administrative assistants for undergraduate and graduate coursework.
Credit will also be granted for accumulated in-service hours at a rate of 15 hours per pre
approved graduate credit.

13:5 Filing of Transcripts:
Transcripts of credits must be filed with the Superintendent prior to October Ito be evaluated by
the Superintendent for thil salary consideration in the current year, or prior to March 1, for
adjustment to the Guide as of February 1.

13:6 Notification of In-Service Credit:
Prior to the last day of school in June, all administrative assistants shall receive vdften notice as
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to the number of in-service credits and professional development hours earned during the current
school year.

13:7 “DPDC” The District Professional Development Committee (DPDC) will function as per
(N.J.A.C. 6A9-15).

13:8 Pay Days:
All school employees are to be paid twice a month — on the fifteenth and the last day of the
month. If the regular pay day falls on a weekend or holiday, employees will be paid on the last
workday. The first paycheck in September will be paid on the first Friday of the first week
school is open. In June, the second monthly statement is to be made to administrative assistants
upon satisfactory completion of necessary work and reports.

13:9 Payroll Deductions:
The Secretary of the Board shall deduct from the paycheck of any employee, upon request of
said employee, for any of the following, provided the employee has filed a written authorization
for such deduction on the appropriate authorization form available in the Board of Education
Office.
a. V.E.A. dues deduction,
b. Supplemental annuity deductions,
c. Summer payment plan deductions,
d. Disability insurance, and
e. Defined Contribution Retirement Plan.

ARTICLE 14
Tuition Reimbursement (Part B)

14:1 The Verona Board of Education shall provide tuition reimbursement upon prior approval by the
Superintendent/or designee. The total funds available for tuition reimbursement shall be $80,000
in 2010-2011, and $80,000 in 2011-2012. First year teachers with no prior teaching experience
are not eligible for tuition reimbursement. Funds will be dispersed in a manner proportional to
the total number of credits earned by all members of the bargaining unit as of June 30 of the
contract year. If a teacher leaves the district within one year of receiving tuition reimbursement,
reimbursement received will be returned to the district. The reimbursement shall be made using
the following criteria:

Reimbursement up to 75% of the total cost of the course not to exceed 75% of the total cost of
the graduate credits at Montclair State University.

• Graduate courses required by district for teacher certification
• Education Leadership and Education Administration courses through an

accredited program.
• Attainment toward an MA. in content discipline or M.A. that enhances

instructional capability.
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Reimbursement up to 50% of the total cost of the course, not to exceed 50% of the total cost ofthe graduate credits at Montclair State University for courses in the educational field that
enhance instructional and or job related capability.

ARTICIAE 15
Insurance Protection (Part B)

15:1 The Board shall provide health insurance protection equal to or better than the current plan.
The Board shall pay the premium for each employee and in cases where appropriate, for family-plan insurance coverage unless the employee chooses to opt out of the insurance plan. The
parties recognize that any State mandated contribution toward health insurance coverage shall be
followed under the terms of this agreement.

15:2 The “AmeriHealth PPO $20/$40 Healthcare Plan” shall become the new base plan provided to
all members of the VEA by the Verona Board of Education. The Verona Education Associationand the Verona Board of Education will form a joint-committee to meet with the Verona BOE’shealthcare broker, for the purposes of exploring the addition of less costly healthcare plans. If
any employee decides to choose a less costly healthcare plan, the Verona Board of Education
will provide said employee with a stipend for the difference in annual premium cost of the base
plan and the annual premium cost of the less costly plan chosen. If any plan offered by the joint-committee has a more costly healthcare premium, any employee may choose the higher/more
expensive plan so long as the employee covers the ifill difference between the offered base planpremium and the higher/more expensive plan premium (in addition to any regular premium
contributions made by said employee).

15:3 Effective July 1,2016, the Board of Education agrees to “freeze” the healthcare premium
percentage rate, at whatever the healthcare percentage rate is for each employee at the Tier 4
Level from the Chapter 78- Contribution Chart on June 30, 2016. Whatever Tier 4 percentagerate is being applied and paid by each employee on June 30, 2016, shall continue until otherwisenegotiated, regardless of whether or not, any salary increases would have yielded a higherpercentage under the previous rules governed by Chapter 78. The June 20, 2016 percentage(s)will remain in effect until a time at which the premium contribution is renegotiated or changedvia statute or law.

15:4 The Board will continue to offer dental insurance, including family coverage.

15:5 The Board shall provide to each new employee a description of the health-care insurance
coverage provided under this Article no later than the beginning of each school year, which shallinclude a clear description of conditions and limits of coverage as listed above.

15:6 Employees who opt out of Health Insurance coverage shall be paid 25% of the premiums or
55.000, whichever is less.

15:7 Employees who opt out of health insurance coverage will retain the option to re-enter the
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current district plans as per current health care policy and legislation guidelines. AineriHealth
will conduct a ‘one-time special open-enrollment, effective Jan 1.2016 to allow staff who
choose to “opt-up or opt-down”. as agreed. After that. staff may change plans again effective
July 1, each year, beginning July 1.2016. as normal.
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Custodians and Maintenance Personnel

(Part C)
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ARTICLE I
Grievance Procedure (Part C)

1:1 Definition — A ‘grievance’ is a claim by an employee based upon the interpretation, application
or violation of this Agreement. policies or administrative decisions affecting the terms and
conditions of his/her employment. The Association may process such a grievance if the grievant
does not wish to do so. To be considered under this procedure, a grievance must be initiated by
the grievant within twenty (20) school days of the time the grievant knew or should have known
of its occurrence.

1:2 Purpose — The purpose of this procedure is to secure, at the lowest possible level, equitable
solutions to the problems which may from time to time arise affecting employees. Both Parties
agree that these proceedings will be kept as informal and confidential as may be appropriate at
any level of the procedure.

1:3.1 Failure at any step of this procedure to communicate the decision on a grievance within the
specified time limits shall present the aggrieved employee to proceed to the next step. Failure at
any step of this procedure to appeal a grievance to the next step within the specified time limits
shall be deemed to be acceptance of the decision rendered at that step.

1:3.2 The number of days indicated at each level should be considered as a maximum and every effort
should be made to expedite the process. The time limits specified may, however, be extended by
mutual agreement.

1:3.3 It is understood that the aggrieved employee shall, during and notwithstanding the pendency of
any grievance, continue to observe all assignments and applicable rules and regulations of the
Board until such grievance and any effect thereof shall have been fully determined.

Level I
1:3.4 Any employees who has a grievance shall discuss it first with his/her immediate supervisor in an

attempt to resolve the matter informally at that level.

Level II
1:3.5 If, as a result of the discussion, the matter is not resolved to the satisfaction of the employee

within five (5) school days, he/she shall set forth his!her grievance in writing to his/her
immediate supervisor within five (5) school days specifying:
a. the nature of the grievance and the provision or provisions of the Agreement violated:
b. the nature and extent of the loss, injury, or detriment;
c. the results of previous discussions; and
d. his/her dissatisfaction with decisions previously rendered and the relief and/or adjustment

sought.

Level III
1:3.6 The employee, no later than five (5) school days after receipt of the decision in Level II, may

appeal the decision to the Superintendent of Schools who shall communicate his/her decision in
writing to the employee with ten (10) school days.
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Level IV
1:3.7 If the grievance is not resolved, the employee may, within five (5) school days appeal his/her

grievance in writing to the Board of Education through the Superintendent of Schools who shall
attach all related papers and forward the appeal to the Board. The Board, or a committee thereof,
shall review the grievance and may hold a hearing with the employee. The Board shall render a
decision in writing within thirty (30) school days of receipt of the written grievance.

1:3.8 If the decision of the Board does not resolve the grievance to the satisfaction of the Association
and the grievance concerns the interpretation and application of the terms of Part B of the
Agreement, and the Association wishes review by a third party, it shall so notify the Board in
writing within ten (10) school days of receipt of the Board’s decision. Grievances concerning: a)
a complaint by an employee which arises by reason of his/her not being re-employed; b) a
complaint by an employee occasioned by the withholding of a salary increase of increment; c)
any matter which according to law is either beyond the scope of Board authority or limited to
action by the Board alone; and d) any matter for which a method of review is prescribed by law
or any rule or regulation of the State Commissioner of Education such as, but not limited to,
questions on increment denial, or suspension, shall not be subject to arbitration.

1:3.9 Within ten (10) school days after receipt of the request for arbitration, the Board and the
Association shall attempt to agree upon a mutually acceptable arbitrator. If the PARTIES are
unable to agree, a request for a list or arbitrators shall be made jointly to the Public Employment
Relations Commission. The Parties shall then be bound by the rules and procedures of the
commission in the selection of an arbitrator.

1:3.10 The arbitrator shall limit him/herself to the issues submitted to him/her and shall not add to nor
subtract anything from the Agreement between the Parties. The arbitrator’s decision shall be
binding on the Parties. The Parties shall be responsible for all costs incurred by each and only
the fees and expenses, if any, of the arbitrator shall be shared by each Party paying one-half.

1:4 Miscellaneous
1:4.1 Any aggrieved person may be represented at all stages of the grievance procedure by him/herself

or, at his/her option, by a representative selected or approved by the Association.

1:4.2 When an employee is not represented by the Association, the Association shall have the right to
be present and to state its views at all stages of the Grievance Procedure.

ARTICLE 2
Employee Rights ( Part C)

2:1 The Association President will be notified of any job vacancies and promotions with the
bargaining unit. Should a current and qualified employee (i.e., one who meets job posting
requirements) apply for a position in the Verona Public Schools, he/she will be granted, at a
minimum, an interview.
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2:1.1 Notification of Contract: An employee that has worked three (3) years or more will be given 21
days notice if their contract is not to be renewed. An employee that has worked less than three
(3) years will be given 14 days notice if their contract is not to be renewed.

2:2 Pursuant to applicable NJ Statutes and Codes, as amended, employees covered by this
Agreement shall have the right freely and without fear of penalty or reprisal to form, join, and
assist any employee organization or refrain from any such activity. As a duly selected body
exercising governmental power under the law of the State of New Jersey, the Board undertakes
and agrees that it shall not directly nor indirectly discourage or deprive or coerce any employee
in the enjoyment of any right conferred by the laws of New Jersey or the Constitution of New
Jersey and the United States.

2:3 No employee shall be disciplined or reprimanded without just cause. Any such action asserted
by the Board, or any agent or representative thereof, shall be subject to the grievance procedure
herein set forth.

2:4 Whenever any custodial/maintenance personnel is required to appear before the Board or
committee or member thereof concerning any matter which could adversely affect the
continuation of that custodian/maintenance personnel, in his/her office, position, or employment
of the salan or any increments pertaining to, then he/she shall be given prior written notice of
the reasons for such meeting or interview and shall be entitled to have a person of his/her own
choosing to advise and represent him/her during such meeting or interview.

2:5 Any question or criticism of an employee’s work performance made by a supervisor,
administrator, or board member, while acting in his/her official capacity, shall be kept as
confidential as possible and will not be made in the presence of students, parents, or at public
gatherings.

2:6 Employees who desire to transfer to another building may file a written statement of such desire
with the Superintendent. Such statement shall include the school or schools to which he/she
desires to be transferred in order of preference. Such requests or transfers and reassignments for
the following year shall be submitted no later than June 1.

2:7 No employee shall be prevented from wearing identification of membership in the Association or
its affiliates.

2:8 The rights and privileges of the Association and its representatives as set forth in this Agreement
shall be granted only to the Association as the exclusive representative of the employees and to
no other organization(s) representing any portion of the unit or potential member of the unit.

2:9 A copy of any material placed in an employee’s personnel file shall be made available to the
employee prior to being placed in the file. An employee shall have the right to review his/her
personnel file at any given point as long as they give the district a twenty-four (24) hours
notice. Any documents submitted by a supervisor/administrator after July 1, 2007 that an
employee deems inappropriately placed in the file shall be removed upon the request of the
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employee and with approval of the superintendent or his/her designee. Employees shall also be
allowed to copy any documents in their files.

ARTICLE 3
Work Year (Part C)

3:1 The work year shall be from July 1 through June 30, exclusive of holidays and vacations.

ARTICLE 4
Vacations (Part C)

4:1 The vacation entitlement for fiJI-time. 12-month employees will be as follows:

a. One (1) through three (3) years of service — ten (10) days.
b. Four (4) through eight (8) years of service — fifteen (15) days.
c. Nine (9) years or more of service — twenty’ (20) days.
d. Twenty (20) years or more of service -an additional day per year after 20 to a maximum

of twenty-two (22) days.

Time accumulated due to work on holidays when school is in session may be taken as vacation
anytime during the school year, with the approval of the Superintendentldesignee.

4:2 In any building with two (2) or more custodians, one (1) custodian from each building may be
allowed to take his/her vacation during the non-summer months when school is closed for a
week long period with prior approval of the Superintendent/designee on a case-by-case basis.

4:3 Custodial and maintenance staff can carry over up to three vacation days, and these days must be
used by October of the following academic year.

4:4 The scheduling of offset days for custodial and maintenance staff shall have one floating day for
the last two years of this contract. The Director of Facilities Maintenance and Custodial Services
in conjunction with the Superintendent, shall evaluate this procedure and recommend its
continuation or termination.
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ARTICLE 5
Holidays (Part C)

5:1 The following paid holidays shall be in effect for all 12-month employees covered by this
Agreement if days are school holidays:

Independence Day
Labor Day

Columbus Day
Election Day

Veterans’ Day
Thanksgiving Day and the day after
Day Before or After Christmas Day

Christmas Day
New Year’s Day and day after

Martin Luther King, Jr.’s Birthday
Lincoln’s Birthday

Washington’s Birthday
Good Friday

Memorial Day

* Dates for holidays will be given each year from the Board Office to adjust to actual school year
calendar.

These are the holidays that were previously agreed upon. However, the board has the right to
modify holidays if emergency closing warrant it. Sixteen (16) holidays per year are still
guaranteed.

5:2 When custodians and maintenance personnel work on holidays noted above or when a holiday
falls on a weekend, an offset day will be provided.

ARTICLE 6
Time Requirements (Part C)

6:1 The work day shall consist of eight (8) hours, excluding the lunch period. There will be a 30 day
minimum notice of change in work schedule.

6:2 Overtime shall be paid for work over forty (40) hours a week at time and one-half the regular
straight time rate. The assignment of overtime work shall first be offered to full-time employees,
as long as the need for such overtime work is known at least one day in advance. Such work can
subsequently be offered to part-time employees.

6:3 On snow days when school is closed, employees will be paid overtime. When employees have
completed snow removal throughout the district, they will be allowed to leave without any
reduction in pay. Contract work assigned on Sundays or designated holidays shall be paid at
double time.
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6:4 Employees shall be reimbursed for emergency checks during non-contractual hours for a
minimum of two (2) hours when working not prior to or after regular working hours.

ARTICLE 7
Working Conditions (Part C)

7:3 The Board will reimburse custodians who qualify for a State boiler license for the cost of the
initial application and hours spent taking instruction for such license, at time and one-half the
regular straight time rate, provided such hours are over 40 hours in the work week. The Board
shall also reimburse employees for the cost of renewal of their State boiler license.

7:4 At the time of employment, up to three (3) years credit on the salary guide may be given for
comparable work experience upon recommendation of the Superintendent and approval of the
Board.

7:5 The use of cars by employees shall be voluntary. If an employee does use his/her car for
authorized travel in the performance he/she shall be reimbursed at the IRS rate per mile.

7:6 All custodians shall acquire a Black Seal License within a year on the job.

ARTICLES
Clothing (Part C)

8:1 Each custodian and maintenance employee under MI-time contract shall be provided with four
(4) uniforms per year and one winter or spring jacket. As may be required, the Board shall
provide waterproof winter or spring jackets.

8:2 The Board shall compensate each custodian and maintenance employee a maximum of $110.00
each year, upon presentation of a receipt, for OSHA approved steel-tipped safety shoes.

ARTICLE 9
Senioriw (Part C)

9:1 “Seniority” defined as an employee’s length of uninterrupted service with the Verona School
District, will be considered along with ability in promotions and recalls, but decisions with
respect hereto shall not be subject to grievance.

9:2 In the event of a reduction-in-force (RIF), layoffs shall be in inverse order to seniority within the
affected classification of Custodian, Head Custodian and Maintenance employee.
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ARTICLE 10
Personnel Evaluation (Part C)

10:1 All custodial/maintenance personnel shall be evaluated once yearly, custodians by November 5111

and maintenance Personnel by March 15111.

10:2 All monitoring and evaluation of the work performance of a custodian/maintenance employee
shall be conducted openly and with hill knowledge of the custodian/maintenance employee.

10:3 The Superintendent shall designate certified personnel responsible for the evaluation of a
custodian/maintenance employee and will be advised of the names of such individuals. The
custodians’ evaluations will be discussed with the building principal and there will be space on
the evaluation form for the principal to indicate his/her agreement or disagreement with the
evaluation, as well as, space to add comments.

10:4 A custodian/maintenance employee shall be given a copy of any formal evaluation report
prepared by his/her evaluator(s) within ten (10) school days follrning the evaluation, and a
conference will be held to discuss it. If the custodian/maintenance employee wishes, he/she may
request additional conference time prior to the evaluation form being place in his/her file. No
such evaluation report shall be submitted to the Central Office, placed in their personnel file, or
otherwise acted upon without an opportunity for a conference with the custodian/maintenance
employee. The custodian/maintenance employee shall sign the evaluation as an
acknowledgement of having seen the report and comments.

10:5 Those complaints regarding a custodian/maintenance employee made to any member of the
administration by any parent, swdent, or other person which may be used in any manner in
evaluating a custodian/maintenance employee, shall be promptly investigated. The
custodian]maintenance employee shall be given an opportunity to respond to and/or rebut those
complaints which, as a result of the investigation, shall become part of his/her file.

10:6 The custodian/maintenance employee shall also have the right to submit a written answer to such
material in the space provided on the evaluation form, and his/her answer shall be reviewed by
the Superintendent or his/her designee and attached to the file copy. The custodian/maintenance
employee may request a second evaluation from either the Superintendent, School Business
Administrator, or Principal upon receiving a rating of “Below Average” in one or more
categories.

10.7 New hires shall have a ninety (90) day probationary period and may be released from
employment at any time during the ninety (90) day period. During the probationary period, said
employee is entitled to all of the terms and conditions of employment of this contract; i.e. health
benefits, enrollment in the Public Employment Retirement System, etc.

If an employee under contract receives a notice of need to improve performance, the employee
vi1l have a period of thirty (30) to improve. The notice of a need to improve vill contain a
specific description of the deficiency along with the methods and requirements for providing a
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remedy of the deficiency. If there is insufficient improvement, an additional thirty (30) days
improvement notice may be given or the employee may be dismissed for just cause. The
employee will be kept informed with respect to his improvement during any probationary period.

ARTICLE 11
Sick Leave (Part C)

11:1 Sick Leave-Absence of employees and compensation for absences due to personal illness shall
be according to the following:

11:1.1 Each full-time employee shall be allowed up to twelve (12) days absence due to personal illness
each year without deduction from pay. Sick leave is hereby defined as “the absence of an
employee from his/her post of duty because of personal disability due to illness or injury, or
because he/she has been excluded from his/her building by the schooL district’s medical
authorities on account of contagious disease or of being quarantined for such a disease in his/her
immediate household.

11:1.2 Each full-time 12-month employee shall be pemfitted to accumulate a maximum of 12 days of
sick leave not utilized in any one year to be used as additional sick leave as needed in laler years.

11:1.3 In case of absence of any full-time employee constituting sick leave for more than five (5)
consecutive days, upon request, a physician’s certificate of illness or quarantine shall be filed
with the Secretary of the Board of Education.

ARTLCLE 12
Temporan’ Leaves of Absence (Part C)

12:1 Death in Family — Each full-time employee shall be allowed up to five (5) days of absence at
any one time with full pay because of death of parents, mother-in-law, father-in-law,
grandparents, brothers, sisters, children, grandchildren, husband or wife, lifetime partner, parent
of child, or other relative residing in the same dwelling unit as the employee. For death of other
relatives, absence must be charged as a personal business day and be taken in accordance with
the provisions and procedures of Article 12:5.

12:2 Serious Illness in the Family — Each full-time employee shall be allowed a maximum of five (5)
days absence per year, non-cumulative, because of serious illness of parents, mother-in-law,
father-in-law, grandparents, children, husband, wife, lifetime partner, or other relatives residing
in the same dwelling unit as the employee. The employee may be required to submit a doctor’s
certificate verifying any such illness for which absence is taken under this paragraph.

12:3 In other special situations created by serious illness or death or involving a hardship, temporary’
leaves of absence up to five (5) days with full pay may be granted upon approval of the
Superintendent.
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12:4 Marriage or Civil Union — Subject to the recommendation of the Principal and approval of the
Superintendent, each full-time employee shall be allowed up to five (5) days absence, the cost of
the substitute alone being deducted, at the time of Marriage or Civil Union.

12:5 Personal Business — Each full-time employee shall be allowed an absence of three (3) days each
year with full pay for personal business. In all instances where a request for personal business
day leave is for a day contiguous to a vacation period or if less than twenty-four (24) hours
notice is given the employee must state the reason for requesting a personal business day. It is
expected that the day will be used for personal affairs which cannot be done on other than a
school day. In general, the situation should be such that the employee would otherwise take time
off without pay. Absence under this paragraph will not be granted during the first ten (10) or last
ten (10) days of school without the approval of the Superintendent. Requests during these
periods must state reasons or be communicated directly to the Superintendent.

12:5.1 Absence of employees for religious holidays shall be chargeable against the employee as a
personal day.

12:5.2 Personal business days may be not used for the purpose of increasing either the duration of
vacation periods or other permitted absences, nor shall these days be used for purposes covered
by other absence policies.

12:5.3 The employee shall notify his/her supervisor in writing on the approved notification form as far
in advance as possible when he/she expects to be absent for personal business. When such
absence will create problems in the normal operation of school, the Supervisor or Principal may
properly ask the employee to seek another day, if possible, for the conduct of his/her personal
business, and may deny the request. The notification form with the recommendation of the
Supervisor or Principal shall be submitted to the Superintendent.

12:5.4 Unused personal days may be accumulated annually as sick leave entitlement applicable during
the following years for personal illness use or retained for reimbursement at retirement in
accordance with provisions of Article 13 — Sick Leave Compensation.

12:5.5 Custodians and maintenance men will be excused from their duties on days that they have served
on Jury Duty. In all cases, employees must inform the Central Office ofjuiy duty assignments
as soon as they are received.

12:6 Deductions — Full Salary deductions for absence shall be defined as follows:
Twelve-month employees — 11240th of annual salary for each day of absence.

ARTICLE 13
Sick Leave Compensation (Part C)

13:1 Employees with ten (10) or more years of service in the district who retire from the district and
who apply to receive pension benefit payments upon retirement from the district or are
terminated as a result of a reduction-in-force shall be eligible for compensation for unused
accumulated sick days with the following stipulations:
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a. Except in cases of termination as a result of reduction-in-force, this provision shall not
apply to employees vesting under the provisions of the retirement plan or postponing
receipt of retirement benefits beyond separation from the district.

b. Compensation rate for eligible days is to be seventy-five dollars ($75.00) per day.
c. The Verona Board of Education shall pay to the estate of the employee any sick leave
d. reimbursement if the employee dies before they retire.

13:2 Maximum liability to the Board in school year for the duration of this agreement is fifty-five
thousand dollars ($55,000) annually.

ARTICLE 14
Military Leave (Part C)

14:1 The Board and the Association agree to abide by applicable State and Federal law.

ARTICLE 15
Maternity Leave (Part C)

15:1 Maternity leave will be granted in accordance with applicable law.

ARTICLE 16
Administration of Salary Guide (Part C)

16:1 The salaries of all employees covered by this Agreement are set forth in Schedule I, which is
attached hereto and made a part hereof. At the time of employment, up to three (3) years credit
on the Salary Guide may be given for comparable work experience upon recommendation of the
Superintendent and approval of the Board.

16:2 The Board shall not grant an annual increment to any employee whose services for the past year
have not been satisfactory. Such unsatisfactory service shall be established only as a result of a
thorough evaluation and with the employee ifilly informed. In such a case, salaries and longevity
will be paid at the same rate effective on the last day this agreement was in effect. When a
successor agreement is established, the salaries and longevity established in that agreement will
take effect retroactively to the start date of the successor agreement.

16:3 Any employee who, by additional training, qualifies to advance from one preparation level to
another, effective September 1, shall submit documentary evidence to the Superintendent
supporting their claim prior to October 1, of the same school year. Employees who submit such
evidence by March 1 shall be advanced retroactively as of February 1.
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16:4 Individuals employed less than a full year may be granted a regular or partial increment the next
following school year, upon the recommendation of the Superintendent and approval of the
Board.

16:5 a. If a custodial/maintenance worker has a college degree, they will receive a $1,000 stipend.
This will be added to their base pay.
b. Add a $500 stipend for each licensed position: electrician license, plumber license,
refrigeration certificate and HVAC certificate.
c. The Verona BOE agrees to pay the license and certificate renewal fee for the following
positions: electrician, plumber, refrigeration and HVAC.

16:6 Filing of Transcripts:
Transcripts of credits must be filed with the Superintendent prior to October 1 to be evaluated by
the Superintendent for full salary consideration in the current year, or prior to March 1, for
adjustment to the guide as of February 1.

16:7 Notification of Graduate in-Service Credit:
Prior to the last day of school in June, all custodians/maintenance shall receive written notice as
to the number of in-service credits and professional development hours earned during the current
school year.

16:8 Pay Days:
All school employees are to be paid twice a month — on the fifteenth and the last day of the
month. If the regular pay day falls on a weekend or holiday, employees will be paid on the last
workday. In June, the second monthly statement is to be made to custodians, upon satisfactory
completion of necessary work and reports. Effective since the 1992-1993 school year, a
provision has been established for night custodians to receive paychecks the evening prior to
scheduled pay days.

16:9 Payroll Deductions:
The secretary of the Board shall deduct from the pay check of any employee, upon request of
said employee, for any of the following, provided the employee has filed a written authorization
for such deduction on the appropriate authorization form available in the Board of Education
Office.
a. V.E.A. dues deduction,
b. Supplemental annuity deduction,
c. Summer payment plan deductions,
d. Disability Insurance (Prudential) and
e. Defined Contribution Retirement Plan (tax shelters)
f. Flex Spending

ARTICLE 18
Insurance Protection (Part C)

17:1 The Board shall provide health insurance protection equal to or better than the current plan. The
Board shall pay the full premium for each employee and in cases where appropriate, for family-
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plan insurance coverage unless the employee chooses to opt out of the insurance plan.

17:2 The Board will continue to offer dental insurance, including family coverage.

17:3 The Board shall provide to each new employee a description of the healthcare insurance
coverage provided under this Article no later than the beginning of each school year, which shall
include a clear description of conditions and limits of coverage as listed above.

17:4 Employees who opt out of Health Insurance coverage shall be paid 25% of the premiums or
$5,000, whichever is less.

17:5 An employee hired after 7/1/2007 who opts out of health insurance coverage will retain the
option to re-enter the plan that the employee had left upon their opt-out for the duration of this
contract.
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Appendix A
Teacher Salary Guide: 20 15-2016

Step BA BA1S BA3O MA MA3O MA4S Doctorate
8A60 BA75

1 $46,389 $47,126 $50,807 $51,586 $55,641 $56,778 $57,615
2 $47,360 $48,099 $51,838 $52,627 $56,755 $57,902 $59,854
3 $48,332 $49,071 $52,869 $53,669 $57,870 $59,025 $62,093
4 $50,090 $50,840 $54,758 $55,582 $59,916 $61,097 $63,568
5 $50,841 $51,547 $55,444 $56,471 $60,863 $62,013 $64,933
6 $52,262 $52,933 $56,861 $57,868 $62,253 $63,377 $65,392
7 $53,150 $53,781 $57,697 $58,970 $63,433 $64,527 $66,004
8 $54,040 $54,635 $58,531 $59,426 $64,044 $65,369 $67,225
9 $55,699 $56,306 $59,948 $60,872 $65,715 $66,863 $67,442

10 $57,904 $59,150 $62,351 $63,527 $68,168 $69,424 $69,995
11 $60,881 $61,395 $64,725 $66,431 $70,456 $72,060 $72,880
12 $64,736 $66,141 $67,645 $69,054 $73,805 $75,438 $76,262
13 $69,451 $70,888 $72,201 $73,182 $77,164 $78,350 $79,854
14 $72,065 $73,553 $76,382 $78,047 $81,769 $82,525 $84,025
15 $73,805 $75,298 $78,834 $80,557 $85,931 $87,437 $89,392
16 $76,085 $77,230 $81,008 $82,928 $90,330 $91,912 $93,965
17 $79,983 $80,954 $85,524 $87,546 $95,229 $96,683 $98,465
18 $83,881 $84,677 $90,041 $92,163 $100,128 $101,453 $102,965

All teachers will advance one step this year

Longevity will be paid as follows:
After 20 completed school years:
After 24 completed school years:
After 29 completed school years:

$300
$1,200
$3,000
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Appendix B
Teacher Salary Guide: 2016-20 17

Step BA BA15 BA3O MA MA3O MA45 Doctorate
8A60 BA75

1 $48,271 $49,008 $52,689 $53,468 $57,523 $58,660 $59,497
2 $49,242 $49,981 $53,720 $54,509 $58,637 $59,784 $61,736
3 $50,214 $50,953 $54,751 $55,551 $59,752 $60,907 $63,975
4 $51,972 $52,722 $56,640 $57,464 $61,798 $62,979 $65,450
5 $52,723 $53,429 $57,326 $58,353 $62,745 $63,895 $66,815
6 $54,144 $54,815 $58,743 $59,750 $64,135 $65,259 $67,274
7 $55,032 $55,663 $59,579 $60,852 $65,315 $66,409 $67,886
8 $55,922 $56,517 $60,413 $61,308 $65,926 $67,251 $69,107
9 $57,581 $58,188 $61,830 $62,754 $67,597 $68,745 $69,324

10 $59,786 $61,032 $64,233 $65,409 $70,050 $71,306 $71,877
11 $62,763 $63,277 $66,607 $68,313 $72,338 $73,942 $74,762
12 $66,618 $68,023 $69,527 $70,936 $75,687 $77,320 $78,144
13 $71,333 $72,770 $74,083 $75,064 $79,046 $80,232 $81,736
14 $73,947 $75,435 $78,264 $79,929 $83,651 $84,407 $85,907
15 $75,687 $77,180 $80,716 $82,439 $87,813 $89,319 $91,274
16 $77,967 $79,112 $82,890 $84,810 $92,212 $93,794 $95,847
17 $81,865 $82,836 $87,406 $89,428 $97,111 $98,565 $100,347
18 $85,763 $86,559 $91,923 $94,045 $102,010 I $103,335 $104,847

Teachers will remain on the same step as 2015-2016

Longevity will be paid as follows:
After 20 completed school years: $300
After 24 completed school years: $1,200
After 29 completed school years: $3,000
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Appcndix C
Teacher Salary Guide: 2017-2018

Step BA BA1S BA3O MA MA3O MA45 Doctorate
BA6O BA75

1-2 $49,176 $49,915 $53,654 $54,443 $58,571 $59,178 $67,670
3 $50,148 $50,887 $54,685 $55,485 $59,686 $60,841 $63,909
4 $51,906 $52,656 $56,574 $57,398 $61,732 $62,913 $65,384
5 $52,657 $53,363 $57,260 $58,287 $62,679 $63,829 $66,749
6 $54,078 $54,749 $58,677 $59,684 $64,069 $65,193 $67,208
7 $54,966 $55,597 $59,513 $60,786 $65,249 $66,343 $67,820
8 $55,856 $56,451 $60,347 $61,242 $65,860 $67,185 $69,041
9 $57,515 $58,122 $61,764 $62,688 $67,531 $68,679 $69,258

10 $59,520 $60,635 $64,167 $65,343 $69,984 $71,240 $71,811
11 $62,397 $63,570 $66,541 $68,247 $72,272 $73,876 $74,696
12 $65,802 $67,043 $69,451 $70,870 $75,621 $77,254 $78,078
13 $69,366 $70,679 $73,007 $74,498 $78,980 $80,166 $81,670
14 $73,181 $75,169 $76,669 $78,235 $83,585 $84,341 $85,841
15 $75,341 $77,114 $80,650 $81,973 $87,747 $89,253 $91,208
16 $77,901 $79,046 $82,824 $84,744 $92,146 $93,728 $95,781
17 $81,799 $82,770 $87,340 $89,362 $97,045 $98,499 $100,281
18 $85,772 $86,568 $91,932 $94,054 $102,019 $103,344 $104,856

All teachers will advance one step this year

Longevity will be paid as follows:
After 20 completed school years:
After 24 completed school years:
After 29 completed school years:

$300
$1,200
$3,000
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Appendix D
Technology Coordinator/Facilitators/Trainer

Remuneration 2015-2016 2016-2017 2017-2018

Nurse Facilitator $3,200 $3,280 $3,362

Athletic Trainer $8,654 $8,870 $9,092

Building Technology Coordinator $7,007 $7,182 $7,362
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Appendix E
Salary Guide - Coaches

2015-2016 2016-2017 2017-2018
1st year 2nd year 3rd year 1st year 2nd year 3rd year 1st year 2nd year 3rd yearFALL Cheering Fall Varsity $4,594 $5,118 $5,612 $4,640 $5,169 $5,668 $4,686 $5,221 $5,725FALL Cheering Fall j.V. $2,387 $2,466 $2,718 $2,423 $2,503 $2,759 $2,459 $2,541 $2,800FALL Cross Country Head Varsity - Boys $4,752 $4,967 $5,772 $4,871 $5,091 $5,916 $4,993 $5,218 $6,064FALL Cr055 Country Head Varsity - Girls $4,752 $4,967 $5,772 $4,871 $5,091 $5,916 $4,993 $5,218 $6,064FALL Cross Country Assistant $2,358 $2,858 $2,887 $2,929 $2,929 $2,959 $3,003 $3,003 $3,033FALL Football Head Varsity $11,388 $11,772 $12,260 $11,502 $11,890 $12,383 $11,617 $12,009 $12,506FALL Football Head Assistant $6,859 $7,265 $8,662 $6,928 $7,338 $8,749 $6,997 $7,411 $8,836FALL Football Assistant $6,213 $6,819 $7,938 $6,306 $6,921 $8,057 $6,401 $7,025 $8,178FALL Football AssIstant $6,213 $6,819 $7,938 $6,306 56,921 $8,057 $6,401 $7,025 $8,178FALL Football Assistant $6,213 $6,319 $7,933 $6,306 $6,921 $8,057 $6,401 $7,025 $8,178FALL Soccer Head Varsity - Boys $7,495 $7,895 $9,376 $7,570 $7,974 $9,470 $7,646 $8,054 $9,564FALL Soccer Head Varsity - Girls $7,495 $7,895 $9,376 $7,570 $7,974 $9,470 $7,646 $8,054 $9,564FALL Soccer IV. Boys $5,012 $5,227 $6,394 $5,087 $5,305 $6,490 $5,163 $5,385 $6,587FALL Soccer IV. Girls $5,012 $5,227 $6,394 $5,081 $5,305 $6,490 55,163 $5,385 $6,587FALL Tennis Head Varsity - Girls $7,495 $7,895 $9,357 $7,532 $7,934 $9,404 $7,570 $7,974 $9,451FALL Tennis N- Girls $5,012 $5,227 $6,394 $5,037 $5,253 $6,426 $5,062 $5,279 $6,458FALL Volleyball Varsity $5,984 $6,279 $9,364 $6,044 $6,342 $9,458 $6,104 $6,405 $9,552FALL Volleyball IV. $5,012 $5,227 $6,394 $5,087 $5,305 $6,490 $5,163 $5,385 $6,587FALL Weight Room Weight Room - Fall $1,140 $1,179 $1,246 $1,174 $1,214 $1,283 $1,209 $1,251 $1,322SPRING Baseball Varsity $7,496 $7,893 $9,376 $7,571 $7,977 $9,470 $7,647 $8,057 $9,564SPRING Baseball J.V. $5,012 $5,227 $6,394 $5,087 $5,305 $6,490 $5,163 $5,385 $6,587SPRING Golf Varsity $4,153 $4,380 $6,675 $4,195 $4,424 $6,742 $4,236 $4,468 $6,809SPRING Lacrosse Varsity - Boys $7,496 $7,898 $9,376 $7,571 $7,977 $9,470 $7,647 $8,057 $9,564SPRING Lacrosse Varsity - Girls $7,496 $7,898 $9,376 $7,571 $7,977 $9,470 $7,647 $8,057 59,564SPRING Lacrosse LV. - Boys $5,012 $5,227 $6,394 $5,037 $5,305 $6,490 $5,163 $5,385 $6,587SPRING Lacrosse j.V. - Girls 55,012 $5,227 $6,394 $5,087 $5,305 $6,490 $5,163 $5,385 $6,587SPRING Softball Varsity $7,496 $7,898 $9,376 $7,571 $7,977 $9,470 $7,647 $8,057 $9,564SPRING Softball IV. $5,012 $5,227 $6,394 $5,087 $5,305 $6,490 $5,163 $5,385 $6,587SPRING Tennis Head Varsity - Boys $7,495 $7,895 $9,357 $7,532 57,934 $9,404 $7,570 $7,974 $9,451SPRING Tennis JV - Boys $5,012 $5,227 $6,394 $5,037 $5,253 $6,426 $5,062 $5,279 $6,458SPRING Track Varsity - Girls $7,496 $7,898 $9,376 $7,571 $7,977 $9,470 $7,647 $8,057 $9,564SPRING Track Varsity - Boys $7,496 $7,898 $9,376 $7,571 $7,977 $9,470 $7,647 $8,057 $9,564SPRING Track Assistant $5,012 $5,227 $6,394 $5,087 $5,305 $6,490 $5,163 $5,385 $6,587SPRING Track Assistant $5,012 $5,227 $6,394 $5,087 55,305 $6,490 55,163 $5,385 $6,587SPRING Track Assistant $5,012 $5,227 $6,394 $5,037 $5,305 $6,490 $5,163 $5,335 $6,587SPRING Weight Room Spring Weight Room $1,734 $1,795 $1,897 $1,760 $1,822 $1,925 $1,786 $1,849 $1,954SUMMER Weight Room Summer Weight I $1,252 $1,302 $1,372 $1,290 $1,341 $1,413 $1,328 $1,381 $1,456WINTER Basketball Head - Boys $8,443 $8,837 $10,442 $8,527 $8,925 $10,546 $8,613 $9,015 $10,652WINTER Basketball Head - Girls $8,443 $8,837 $10,442 $8,527 $8,925 $10,546 $8,613 $9,015 $10,652WINTER Basketball JV. - Boys $5,335 $5,552 $6,501 $5,415 $5,635 $6,599 $5,496 $5,720 $6,697WINTER Basketball i.V. - Girls $5,335 $5,552 $6,501 $5,415 $5,635 $6,599 $5,496 $5,720 $6,697WINTER Cheering Varsity $4,138 $4,260 $4,685 $4,179 $4,303 $4,732 $4,221 $4,346 $4,779WINTER Cheering i.V. $2,387 $2,466 $2,718 $2,423 $2,503 $2,759 $2,459 $2,541 $2,800WINTER Ice Hockey Varsity $8,443 $8,837 $10,442 $8,485 $8,881 $10,494 $8,528 $8,926 $10,547WINTER Ice Hockey JV. $5,335 $5,552 $6,501 $5,415 $5,635 $6,599 $5,496 $5,720 $6,697WINTER Swimming Head $341 $358 $384 $346 $363 $390 $351 $369 $396WINTER Track Head - Boys $5,752 $5,948 $6,286 $5,896 $6,097 $6,443 $6,043 $6,249 $6,604WINTER Track Head - Girls $5,752 $5,948 $6,286 $5,896 $6,097 $6,443 $6,043 $6,249 $6,604WINTER Weight Room Winter Weight Room $1,730 $1,799 $1,897 $1,782 $1,853 $1,954 $1,835 $1,909 $2,013WINTER Wrestling Head $8,443 $8,837 $10,442 $8,527 $8,925 $10,546 $8,613 $9,015 $10,652WINTER Wrestling LV. $5,335 $5,552 $6,501 $5,415 $5,635 $6,599 $5,496 $5,720 $6,697
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Appendix F
VHS Extra Curricular Activities

2015-2016 2016-2017 2017-2018
Academic Competitions Coordinator $2,329 $2,387 $2,647
Al’ Coordinator $1,614 $1,622 $1,630
Art National Honor Society Advisor $517 $530 $543
Chess Club Advisor $436 $545 $719
Class Advisor - Grade 10 $2,764 $3,033 $3,309
Class Advisor - Grade 11 $2,601 $2,866 $3,138
Class Advisor - Grade 12 $3,442 $3,728 $4,021
Class Advisor - Grade 9 $1,126 $1,354 $1,588
Color Guard Advisor $2,235 $2,291 $2,348
Community Service Coordinator $4,769 $4,888 $5,010
Creative Arts Festival $1,431 $1,467 $1,703
DECA Advisor $1,000 $2,025 $2,576
Dramatics Advisor $7,370 $7,554 $7,743
Engineering Club Advisor $485 $517 $630
Environmental Club $534 $545 $556
Euro Challenge Advisor $2,974 $3,048 $3,325
Fed Challenge Advisor $2,974 $3,048 $3,325
Finance Committee Chairperson $5,870 $5,899 $5,929
French Club Advisor $517 $580 $694
French Honor Society Advisor $517 $530 $544
Future Educators of America Advisor $855 $876 $898
Gay/StraightAlliance $356 $485 $797
Girls Learn International Advisor $1,068 $1,095 $1,122
Heroes and Cool Kids Advisor $1,068 $1,095 $1,122
High School Bowl Advisor $1,284 $1,310 $1,336
International Weekend Advisor $2,442 $2,703 $2,971
Italian Studies Club Advisor $374 $374 $374
Jazz Band Advisor $5,151 $5,280 $5,412
Jazz Choir Advisor $2,700 $2,768 $2,837
Literary Magazine Advisor $2,047 $2,198 $2,253
Mandarin Club $465 $477 $589
Mandarin Honor Society $465 $477 $489
Marching Band Assistant Director $6,274 $6,431 $6,592
Marching Band Director $13,019 $13,149 $13,346
Marching Band Instructor $3,172 $3,251 $3,333
Math Academic Competitions Advisor $517 $780 $999
Math Honor Society Advisor $517 $530 $543
Model UN Club Advisor $2,293 $2,316 $2,439
Moot Court / Mock Trial Advisor $867 $2,025 $2,575
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National Honor Society Advisor $517 $695 $862
Newspaper Advisor (Fairviewer) $3,442 $3,528 $3,616
Paws and Claws $534 $547 $561
Publicity Club Advi5or $1,784 $1,802 $1,820
Regional and All State Band Auditions $1,198 $1,228 $1,259

Regional and All state Choir Auditions $1,198 $1,228 $1,259
Sound and Lighting Squad Advisor $2,262 $2,319 $2,377
Spanish Club Advisor $517 $630 $746
Spanish Honor Society Advisor $517 $630 $646
Sports Medicine Club Advisor $541 $549 $557
Stock Market Club Advisor $857 $866 $874
Student Council Advisor $2,293 $2,750 $3,019
World Language Academic Comp. Advisor $465 $577 $791
Yearbook Advisor $4,551 $4,754 $5,098
Yearbook Advisor (assistant) $1,565 $1,654 $1,920
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Appendix G
HBW Extra Curricular Activities

2015-2016 2016-2017 2017-2018
Academically Speaking Advisor $1,059 $1,080 $1,102
Athletic Association Club Advisors $2,685 $2,739 $2,793
Audio Visual Director $1,916 $1,954 $1,993
Basketball Advisor Grades 5-8 $1,254 $1,279 $1,305
Battle of the Books Advisor $885 $903 $921
Drama Production Play Director $2,893 $2,965 $3,039
Drama Production Choral Director $2,893 $2,965 $3,039
Drawing Club Advisor $1,230 $1,282 $1,337
Environmental Club Advisor $1,230 $1,282 $1,337
French Club $1,015 $1,035 $1,056
Golf Club Advisor $1,430 $1,459 $1,488
Hockey Advisor - grades 5-8 $1,287 $1,313 $1,339
Jazz Band Advisor $1,785 $1,821 $1,857
Library Science Club Advisor $830 $847 $864
Magazine (Messenger) Advisor $2,413 $2,461 $2,510
Mandarin Club $999 $1,024 $i,oso
Mathematics Team Advisor $999 $1,024 $1,050
Newspaper Advisors $5,010 $5,030 $5,035
Press Club Advisor $1,878 $1,882 $1,887
School Store Advisor $785 $801 $817
Soccer Advisor - Grades 5-8 $1,258 $1,283 $1,309
Chefs’ Club Advisor $1,046 $1,067 $1,088
Student Council Advisor $2,254 $2,412 $2,581
Yearbook Advisor $4,029 $4,230 $4,442
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Appendix H — Administrative Assistant Salary Guides

Administrative Assistant Salary Guide 2015-2018

2015-2016 2016-2017 2017-2018
Step 12 Month 10 Month 12 Month 10 Month 12 Month 10 Month

1 37,476 31,433 38,368 32,325 39,623 33,580
2 38,630 32,388 39,522 33280 40,777 34535
3 39,785 33,342 40,677 34,234 41,932 35,489
4 40,765 34160 41,657 35,052 42,912 36,307
5 41,751 34,981 42,643 35,873 43,898 37128
6 42,740 35,805 43,632 36,697 44,887 37,952
7 43,736 36,635 44,628 37,527 45,883 36,782
8 44,768 37,495 45,660 38,387 46,915 39,642
9 45,817 38,369 46,709 39,261 47,964 40,516

10 46,985 39343 47,877 40,235 49,132 41,490
11 48,380 40,505 49,272 41,397 50,527 42,652
12 49,716 41,618 50,608 42,510 51,863 43,765
13 51,277 42,919 52,169 43,811 53,424 45,066
14 53,060 44,405 53,952 45,297 55,207 46,552
15 58,621 49,039 59,513 49,931 60,768 51,186

All administrative assistants will move a step each year

Longevity will be paid out as follows:

After 15 Years: $2,548
After 24 Years: $3,277
After 29 Years: $4,005

Appendix I: Administrative Assistant Stipends

Administrative Assistant Stipends

‘ 2015-2016 2016-2017 2017-2018

Stipend for bachelor’s degree $1,000 $1,025 $1,051

Stipend for head administrative $1,000 $1,025 $1,051
assistant (VHS, HBW)
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Appendix J

Custodian/Maintenance Stipend Guide

A. Head Custodian and Assistant to the Manager of Facilities, Maintenance and Custodial
Stipends (in addition to salary).

Custodian I Maintenance Stipend Guide
2015-2016 2016-2017 2017-2018

Head Custodian — Elementary $ 4,012 $ 4,112 $ 4,215
Head Custodian (FNB) $ 4,466 $ 4,578 $ 4,692
Head Custodian (HBW) $ 9,533 $ 9,771 $ 10,016
Head Custodian (VHS) $ 11,776 $ 12,070 $ 12,372
Head Custodian (VHS-Night) $ 1,632 $ 1,673 $ 1,715
VHS Custodians $ 819 $ 839 $ 860
Night Differential $ 2,615 $ 2,680 $ 2,747

B. The overtime rate of pay shall be 1.5 times the straight raw of pay.

C. Additional increments may be given upon recommendation of the Superintendent of
Schools and Board of Education approval.

D. At time of employment up to three (3) years credit on Guide may be given for
comparable work experience upon recommendation of the Superintendent of Schools and
Board of Education approval.

E. The State of New Jersey requires that each school building have at least one boiler
licensed custodian. It is the policy of the Verona Board of Education to require all
custodians to qualify for a license. The cost of the initial application and hours spent
taking instruction will be reimbursed.
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Appendix K

Maintenance Salary Guide 2015-2018

STEP 2015-2016 2016-2017 2017-2018

1 $43,138 $44,360 $45,627

2 $44,764 $45,986 $47,253

3 $46,390 $47,612 $48,879

4 $47,813 $49,035 $50,302

5 $49,239 $50,461 $51,728

6 $50,659 $51,881 $53,148

7 $52,058 $53,280 $54,547

8 $53,859 $55,081 $56348

9 $55406 $56,628 $57,895

10 $57,048 $58,270 $59,537

11 $58,825 $60,047 $61,314

12 $60,665 $61,887 $63,154

12A $64,187 $65,409 $66,676

13 $67,709 $68,931 $70,198

All custodians will advance one step each year

Longevity will be paid out as follows:

After 15 years:

After 24 years:

After 29 years:

$1,900

$2,443

$2,986
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Appendix L: Custodians Salary Guide 2015-2018

Step 2015-2016 2016-2017 2017-2018

I $38616 $38,616 $39,371

2 $40,209 $40,209 $40,964

3 $41,803 $41,949 $42,704

4 $43,213 $43,359 $44,114

5 $44,624 $44,770 $45,525

6 S46,035 $46,181 $46,936

7 $47,422 $47,568 $48,323

8 $49,189 $49,335 $50,090

9 $50,724 $50,870 $51,625

10 $52,354 $52,500 $53,255

1OA S56,120 $56,470 $57,834

11 $59,347 $60,147 $60,902

All maintenance personnel will advance one step each year

Longevity will be paid out as follows:

After 15 years: $1,900

After 24 years: S2,443

After 29 years: $2,986
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